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The exploratory research reported in this thesis inves¬
tigated the perceptions of administrators, supervisors, psy¬
chologists and counselors with respect to the need for and
implementation of a stress management program in Saudi
Arabia. Three common models (independent, collaborative and
in-house) were used to identify ten police departments in
large urban settings which would approximate the size of the
Saudi Arabia police department.
Questionnaires were sent to each of the ten police de¬
partments after initial phone contact, to obtain information
on perceptions, job performance characteristics, organiza¬
tional attributes and family/client attributes. A total of
142 questionnaires were returned.
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The results were: (1) that administrators/supervisors'
perceptions did not differ from psychologists/counselors'
perceptions on the need for and implementation of a stress
management program which indicates that implementation in a
Saudi Arabian setting would involve little or no difficulty
among special interest groups, and (2) that the collabora¬
tive model was superior to either the independent or in-
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A considerable amount of research indicates that job
stress is having a dramatic international impact on produc¬
tivity in the work place. The manifestations are both physi¬
cal and psychological. Stress related cardiovascular prob¬
lems, gastrointestinal problems and a number of other physi¬
cal symptoms can be traced directly to job stress. In addi¬
tion, a number of social problems having to do with the
stability of the family and other related issues may be
traced to the stress factor.^
It is this researcher's belief that the law enforcement
area in the United States, Saudi Arabia and other countries
currently presents the greatest challenge in our attempts to
understand the impact of job related stress, particularly for
those law enforcement officers who police large populations,
interact on a regular basis with diverse people and who sat¬
isfy a broad range of service requests. Daily, these of¬
ficers must manage the issues of self-esteem; the meaning of
work; public appreciation and support; emotional insulation
^James Hillgren, "Primary Stressors in Police Adminis¬
tration and Law Enforcement," Journal of Police Science and
Administration 4 (December 1975): 455.
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and isolation; and the by-products of constant interaction
within the public.
In most professions, there is a need for the individual
to receive feedback supportive of self-worth and self-esteem.
This positive feedback is often absent in police work. Many
police officers are initially motivated by the desire to
serve society; however, their daily contact with a sometimes
hostile community results in negative feedback, thus, lower¬
ing the officers' self-esteem.
Law enforcement officers have often been viewed by the
public as being immune to emotional or physical stress.
Traditionally, there was a tendency to view police officers
as people who were equipped to handle any situation and
capable of moving from one emotional scene to another without
ill effects. Today, however, administrators and line of¬
ficers are becoming more aware of the stresses that a law
enforcement career can create. Recognition of this problem
has led to substantial awards, from both courts and workmen's
compensation boards, to law enforcement officers suffering
from heart disease and nervous disorders resulting from
stress.^
Police work itself can range from being extremely
boring to extremely exciting. It is documented that 60 to
^John G. Stratton, "Police Stress: An Overview, Parts
I and II," Police Chief 49 (April 1978): 58-79.
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80 percent of police work is unrelated to the enforcement of
the criminal law. These routine service activities do not
coincide with the officer's perception of the job. The
personal objective of preventing crime is seriously thwarted
by the nature of the job. At the opposite end of the con¬
tinuum, the occasional emergency situation has a significant
emotional and physical impact on the police officer. Working
with other parts of the criminal justice system can often be
difficult and frustrating; for example, of all the criminal
arrests made, only about five percent of those arrested
eventually go to prison, and of the five percent who go to
prison for the most serious offenses, most spend only a short
time in prison.^
Most contemporary police services currently understand
the dramatic impact that stress has on police officers and
the resulting loss of productivity. That loss of productiv¬
ity has a devastating impact on relationships among fellow
officers, the community they serve, and the officer's per¬
sonal and family welfare. Currently, police agencies around
the U.S.A. are utilizing a number of approaches and models
in an attempt to minimize the impact of job stress. In this
3
William Kroes and Joseph J. Hurrell, Jr., Job Stress
and the Police Officer: Identifying Stress Reduction Tech-
nicfues (Washington: National Institute for Occupational
Safety and Health, 1975), 117.
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research a number of models have been examined to determine
if one of these models or approaches can be used in the Saudi
Arabia National Police Department. An indepth analysis has
been conducted by this researcher on three generic designs
which appear to have had some success in ten cities. These
urban areas were chosen because they reflect variables simi¬
lar to those found in Saudi Arabia and will result in a
proposed model that will benefit the police department in
Saudi Arabia.
NEED FOR THE STUDY
The practical need for this study is the development of
a stress program for the police agency in the Ministry of
Interior of the Kingdom of Saudi Arabia. Although the struc¬
ture of the police agencies in the both the United States and
Saudi Arabia are similar, currently no stress program exists
in Saudi Arabia. The researcher's observations and informa¬
tion indicate that stressor problems are similar in the two
countries. This research will assist in selecting the most
appropriate model for use in Saudi Arabia.
PURPOSE OF THE STUDY
The purpose of this study is to explore, in detail,
three components of stress programs which are presently being
used in heavily populated jurisdictions within the United
5
States of America, to ascertain which of these models, or
parts thereof, could be readily used in an initial effort
to establish a stress management program in Saudi Arabia.
Clearly, the types of problems encountered by police
officers in different countries will vary based on the cul¬
tural aspects of that respective country. In Saudi Arabia,
for example, there are no female officers, little or no
problems with alcohol abuse, and little or no problems with
drug abuse. In addition, a police officer in Saudi Arabia is
typically family-oriented with large families being the rule,
rather than the exception. Any use of an American model for
stress management must be modified to account for the differ¬
ent structural dimensions of police work; for this study, it
means the exclusion of those stressors related to females,
alcohol and drugs.
The focus of this research, therefore, will be to
examine the ways in which stress management programs in the
United States have had an impact on those variables or
elements of the functioning of police personnel and their
agencies which are similar to those issues of concern in
Saudi Arabia. These elements cluster around the following
concerns:
1. Deployment of resources for the health and well¬
being of officers;
6
2. Confidentiality concerns and the strict account¬
ability of a hierarchical organization, the hier¬
archy being supported by structure and by custom.
3. Availability and modifications of a main program
to meet the diverse needs of minorities.
4. The impact of stress management on work performance
and role clarification.
Each of these concerns must be addressed in the Saudi
Arabian context as the kingdom is goverened by Islamic law
and custom, and these also permeate the regulations and
operations of all aspects of the police agency.
The models or approaches to be researched are:
1. In-House Model: A program that operates within the
police department with program staff members who
are agency employed.
2. Independent Model: A program that is operated by
an independent organization, providing services to
police personnel through a contractual arrangement
with the department.
3. Collaborative Model: A program that involves a
combination of the first two models, department
employees who work in conjunction with an outside
organization under contract to the department.
7
HYPOTHESES
The following four hypotheses will be examined in this
study:
1
HO: The perceptions of administrators and super¬
visors will differ from the perceptions of
psychologists and counselors with respect to
the need and implementation of a stress man¬
agement program.
2 ...
HO: There will be differential agreement on the
number of usable elements of a stress man¬
agement program among the three models: in¬
dependent, collaborative, and in-house.
3
HO: There will be a greater number of transferable
elements of a stress management program from
an in-house model than from a collaborative
model.
4
HO: There will be a greater number of transferable
elements of a stress management program from a




In this research, the following definitions of stress
have been incorporated:
1. Stress is "the body's non-specific response to any
demands placed on it, and it could be either posi-
. . 4
tive or negative.
2. Stress is a concentration of changes in the physi¬
cal and chemical processes within the body as well
. . 5
as a series of psychological changes.
3. Stress is a normal manifestation of the body's
adaptation to the demands of its environment and
can be caused by physical stressors such as severe
g
injuries or bacterial invasions.
4. Stress is anything that places an adjustive demand
on the organism and it may be either positive
. . 7
(eustress) or negative (distress).
4 .....
R. Charles and Leonard Territo, Police Administration
(London: MacMilliam Publishing Co., 1975), 233.
5
American Red Cross, Stress Management (Washington,
D.C.: American Red Cross Association, 1978), 7.
g
William H. Kroes, Society's Victim-The Policeman: An
Analysis of Job Stress in Policing (Springfield: Charles C.
Thomas, 1976), 29-33.
7
Terry Eisenberg, "Labor Management Relations and Psy¬
chological Stress: View from the Bottom," Police Chief 49
(April 1978): 12-15.
9
5. Stress is the response of the body to any demand
made upon it.
6. Stressors are anything which produce an autonomic
nervous system response in an individual.
7. Stress Models - Programs or approaches that are
used in various police departments. Each generic
model (in-house, independent, collaborative) has




According to Goolkasian, Geddes and Dejong, the distin¬
guishing feature of the different models pertain to the re¬
lationship of the service providers with the police depart¬
ment. The three basic organizational models for stress
9
programs are:
A program which operates within the police depart¬
ment with program staff members who are department
employees;
A program which operates as an independent organi¬
zation, providing services to police personnel
®Ibid., 14.
9 .
El Goolkasian, Coping with Police Stress (Washington,
D.C.: Government Printing Office, 1987), 3.
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through a contractual arrangement with the depart¬
ment;
A program which operates as a combination of the
first two models, involving department employees
in conjunction with an outside organization under
the contract to the department.
In-House Model
Goolkasian believes that the In-House Model is the most
. . 10
common organization model. This model has several ad¬
vantages. First, the program can more easily become
institutionalized. Second, program staff, by virtue of their
own employment with the police department, have a long-term
commitment to the organization and to the law enforcement
community. They are more likely to understand and be familiar
with the intricacies of the department and the day-to-day
stressors faced by line officers. Third, in the "closed
society" of a police department, a stress program that is
part of the department will be viewed by officers as part of
that society, and therefore, may be more readily accepted.
Directors of in-house programs also believe that their abil¬
ity to work for changes in departmental policies that contri¬




within the police department, programs are most commonly
affiliated with the training or personnel units, with program
staff reporting to this unit's commanding officer or adminis¬
trator. Some of the departments that are using the in-house
model, but are not being used in this study are: Denver,
Colorado; Alburquerque, New Mexico; Tucson, Arizona; and San
Francisco, California. Departments which are being used for
this study are; New York City, Houston, Atlanta and
Philadelphia.
Independent Model
In researching this model, it was discovered that small
police departments found this particular model beneficial
because of cost. The positive aspects of the program are
that officers' fears are minimized in that the program is
not aligned with department command staff and that confi¬
dentiality may be preserved. This may not cause damage to
their careers. The Miami Police Department, which is used in
this study, operates on this model. The contracted psycho¬
logists work very closely with the police, yet maintain their
own private practice. Five or six other police depart¬
ments who use this model, but are not included in the study,
are: Jackson, Mississippi; Louisville, Kentucky; Dayton,




New Jersey. This model does have potential weaknesses, how¬
ever, despite program staff efforts to remain visible and "in
touch" with the departments, officers may view them as out¬
siders and therefore are reluctant to use their services.
There is also the possibility of the staff not demonstrating
a long-term commitment to the police community that is typi¬
cal of department employees. Furthermore, it is difficult
for independent programs to become institutionalized in the
department budget. In the small departments, this model may
present the only affordable option. The departments that
will be used in this study are San Jose and Miami.
Collaborative Model
Under this model, the program is operated by department
employees in conjunction with an outside organization under
. 12
contract with the department. The Rochester Police De¬
partment, which participated in this research, collaborates
with the department of community psychiatry at the University
of Rochester.
The individuals who utilize this program believe that
it combines two organizations in a way which allows each to
exercise its strengths and areas of competence. Within the
police department, the stress program is headed by a lieuten¬




division. Peer counselors are also members of the program,
serving essentially as "in-house” contacts. They are aware
of common stress-related problems and are trained to be good
listeners; they provide preliminary case assessment, infor¬
mal, short-term counseling, and referral services.
The collaborative model essentially places trained po¬
lice officers in the role of "triage agents." Officers
throughout the department know that peer counselors are
available. If a peer counselor is approached by someone who
simply needs a listening ear and peer support, the counselor
generally handles the case on his own. When a peer counselor
concludes that professional counseling is appropriate,
clients are routinely referred to the university's Department
of Community Psychiatry, where they can receive a certain
number of counseling sessions from a professional clinician.
These sessions are funded through the police department's
contract with the university.
Police departments should consider this collaborative
model of service delivery if they wish to combine elements of
an in-house program (e.g., accessibility of program staff
to officers, personal knowledge of staff about officers' job-
related stressors) with elements of an independent program
(e.g., professional clinicians who are familiar with, yet
not entrenched in the police department). Obviously, the
success of this arrangement requires that representatives of
14
both agencies develop a close working relationship. The
departments used in this study are Detroit, Metro Dade,
Rochester and Boston.
In examining the models that police departments use in
developing stress programs, it was found that all the depart¬
ments that have stress programs are constantly striving to
improve their models. There are many other departments that
were not used in this study which have excellent programs.
The programs assumed various names such as Employee Assistance
Programs, Psychological Services, Counseling Services and many
other names that would not promote stereotyping (see Appendix
A) .
STRESS PROGRAMS
Stress programs share the common goals of assisting
officers to redirect their efforts to cope with stress-
related problems. The researcher found that these programs
vary both in the types of specific services and the way that
they are organized and administered. Related questions that
13
needed to be asked were:
— What is the program's relationship to the police
department? Is it part of the department itself, an




more departments, or operated through collaboration
of department staff with an outside agency?
— Is the program located in police headquarters or in
a non-police facility?
— What is the program and staffing arrangement? Are
services delivered by sworn peer counselors or men¬
tal health professionals? How is the staff size
determined? What are the roles of consultants and
volunteers? How are staff members recruited,
selected, trained and supervised?
How are cases assigned to individual staff members?
— What are the program's costs and possible funding
sources?
THEORY
The theoretical framework upon which this research is
founded has evolved from the work of Kroes and Eisenberg,
leading authorities on police stress, who categorized the
. . . . 14
various stressors impinging on law enforcement.
Kroes conducted the most thorough analysis of stress in
policing. Below is a listing of these law enforcement
stressors.
14 . .
William H. Kroes, Bruce L. Margolis, and Joseph J.
Hurrell, Jr., "Job Stress in Policemen," Journal of Police
Science and Administration 2 (1974): 145-155.
16
Administration
— Administrative policy concerning work assignments,
procedures, and personal conduct
Lack of administrative backing and support, includ¬
ing the relationships and rapport between patrolmen
and their administrators.
Job Conflict - Situations in which officers are caught
between discrepant expectations.
Second Job - Holding down an additional part-time job.
Inactivity - Physical and/or mental work, under-load or
idleness.
Shift Work - Having to work hours other than normal
schedule.
Inadequate Resources - Lack of the proper materials,
equipment, etc. necessary to carry out one's job.
Organizational Territoriality - Working in an alien en¬
vironment .
Job Overload - Having too much work to do in a given
time, or having work to do which is too difficult to
perform, given one's skill level.
Responsibility for People - Having excessive responsi¬
bility for the lives and welfare of others.
Iniquities in Pav or Job Status - Being underpaid and
under-recognized for one's work compared with other
occupations.
17
Courts - Court rulings, procedures, leniency, and treat¬
ment of police officers.
Negative Public Image - Unfavorable attitudes held by
citizens toward police officers.
Racial Situations - Confrontations between police offi¬
cers and minority group members.
Line of Dutv/Crisis Situations - Duty situations which
either pose a threat to the police officer or which
. . 15
overwhelm him emotionally.
Kroes, et al. set out to determine what was the most
16
potent source of stress. He interviewed 223 police offi¬
cers in Los Angeles who had been referred for assistance for
work-related psychological problems. Work-related stress was
determined by the referring police department. One hundred
eight officers reported administrative problems to be the
greatest source of stress, followed by line of duty/crisis
situations and other job stressors.
Because there is no life without stress, it cannot be
completely avoided. A knowledge of the sources of stress and
their impact would lead to action—action to work towards the
reduction of those stressors over which you have some control
. 17




Exsenberg, "Labor Management Relations," 12-15.
18
Eisenberg, on the other hand, also put the sources of
• 18
psychological stress into six categories:
A. Inter-Organizational Practices and Characteristics
1. Poor supervision
2. Absence or lack of career development opportuni¬
ties
3. Inadequate reward/reinforcement system
4. Offensive policy
5. Excessive paper work
6. Poor equipment
B. Intra-Organizational Practices and Characteristics
7. Absence or lack of career development
8. Jurisdiction isolationism
C. Criminal Justice System Practices and Characteristics
9. Ineffectiveness of corrections
10. Unfavorable court decisions
11. Misunderstood judicial procedure
12. Inefficient courtroom management
13. Preoccupation with street crime
D. Public Practices and Characteristics
14. Distorted press accounts of police practices
15. Unfavorable minority attitudes
16. Unfavorable majority attitudes
Ibid., 18-19.
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17. Derogatory remarks by neighbors and others
18. Adverse local government decisions
19. Ineffectiveness of referral agencies
E. Police Work
20. Role conflict
21. Adverse work scheduling
22. Fear and danger
23. Sense of uselessness
24. Absence of closure
25. People pain
26. The startle
27. Consequences of actions
28. Twenty plus years
F. Police Officer Himself
29. The incompetent
30. The fear ridden
31. The non-conformist
32. The ethnic minority officer
Psychological stressors which manifest themselves within
the context of law enforcement have been briefly described.
They vary in importance and consequence; however, each plays
its role, no matter how small, in the total law enforcement
milieu.
20
POLICE IN SAUDI ARABIA
The police mandate in Saudi Arabia is carried out within
the framework of the Islamic legal system. It is conceived,
considered, and operated as a national government responsi¬
bility. It is independent of politics which means that po¬
lice chiefs are not politically selected or elected. They
. . . . . . 19
rise to their positions through rank and seniority.
Very similar to Kroes' catalog of stressors in polic¬
ing are the dimensions of stress in police practice in Saudi
Arabia. The top ten stressors in Saudi Arabia (see Table 1
which follows), are very similar to the top ten in selected
. . 20
agencies in the U.S.A. Since there have been no formal
studies of stress in the Saudi Police, that the character of
policing, the differentiation of officers from other citizens
by their powers of arrest and use of force, the mission of
the police agency, and the structure of para-military rank as
the means of performance oversight serve to make the nature
of police work in Saudi Arabia very much like that in a large
urban American city. (See Appendix B for more descriptive
19 . . . .
David Bayley, "The Police and Political Development
in Europe," in Formation of National States in Europe. ed.
Charles Filly (Princeton: Princeton University Press, 1975),
58-60.
20
Russell Boxley and Guy Seymour, Early Warning Signs.
Identification and Intervention: A Workbook (New York: John
Wiley and Sons, 1984), 26-28.
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Table 1. Top Ten Stressors.
AtUnta. GA
1. f-ocx mIatt




S. Miag p«at«d evwr for
pronocioa
C. hAlog lnv*fltloat«g bf
ZftttrftAl Affairs
7. AsslgreMRt to nsw/un*
faniliAr routlnas
I. iMdoguACo suporrlslen
t. ftilw efficsr killod la
tho lino of duty
10. toolno doo4 or bottorod
ehlldroa
Oroonoboro. W.C.
toting vyotin for pay iacroasas
rollow offietra tlUod la tho
lino of duty
Zaadoguato oalary




tilling o^aow in tbo Him of
duty
Ming inrootigatod by Zntornal
Affairs




rollow officor Aillod ia
tho lino of duty
Ulling sciMnns ia tho Uno
of duty
Krpeduro to doad or battorod
chlldroa

















































rsllow offiears klUad Ih
tbs lino of duty



















Job eoafllet with fanily
Ming pasood evor for pro*
notion
22
and historical background information on Saudi Arabia and the
Saudi Police.)
OVERVIEW OF THE THESIS
The following outline represents the format for discus¬
sion and analysis of results.
In Chapter Two, the literature related to police stress
is reviewed and summarized.
The design for the investigation of stress model pro¬
grams as well as that portion specifically relevant to this
thesis are presented in Chapter Three. It will specifically
relate to the models of the ten police departments selected
for this study.
In Chapter Four, there is an analysis of demographic
data gathered from the selected police departments. There
is also an analysis of the data gathered from the question¬
naires from the administrators, supervisors, and psycholo¬
gists or counselors. Descriptive statistics on the results
of the questionnaires for participants as they relate to
their satisfaction of the stress or model programs in their
perspective police departments are also included in this
chapter.




Hillgren, Bond and Jones conducted a study of 20 police
21
chiefs and sheriffs. These administrators represented
cities in seven southeastern states which had department
staff ranging from 60-400 individuals. The major stressors
identified in this study fell into two categories: line
personnel and administrative function. The line personnel
stressors were: administration, role conflict, double stan¬
dard, courts, peer group pressure, social exclusiveness, home
life, public opinion vs. sworn duty, and supervisors. The
administrative function stressors were: imposing discipline,
communication, public vs. personnel, performance/conduct,
changes in law enforcement decision-making process, news
media, recruitment/ pay and limited authority.
Pendergrass and Ostrove, in a study involving 458
Montgomery County, Maryland police employees, identified
eight major stressful job events for both males and females
for each of three groups: sworn employees, civilian employees
21
James S. Hillgren, Rebekah Bond, and Sue Jones, "Pri¬
mary Stressors in Police Administration and Law Enforcement,"





and technical employees. The stressful job events for
males (data on females not reported since there are no female
officers in the Saudi Arabia police) who are sworn employees
are: killing someone in the line of duty, fellow officer
killed in line of duty, exposure to dead or battered child¬
ren, insufficient manpower to adequately handle job, physical
attacks on one's person, inadequate support by the depart¬
ment, competition for or lack of advancement, and changing
shift hours. For officers, the stressors were: fellow of¬
ficer killed in line of duty, insufficient manpower to ade¬
quately handle job, killing someone in the line of duty,
inadequate salary, ineffectiveness of the correctional sys¬
tem, job conflict (by-the-book vs. by-the situation), inef¬
fectiveness of the judicial system, and exposure to battered
or dead children. The major stressors for technicians were:
insufficient manpower to adequately handle a job, inadequate
or poor quality equipment, feeling like a second-class citi¬
zen in the department, inadequate support by the department,
changing shift hours, competition for or lack of advancement,
fellow employees not doing their job, and making critical
on-the-spot decisions.
2 2
Virginia E. Pendergrass and Nancy M. Ostrove, "A
Survey of Stress in Women in Policing," Journal of Police
Science and Administration 12 (1984): 303-309.
25
In a study involving 100 patrol officers in Cincinnati,
it was found that:
...the most significant stressors for
the policeman seem to center around those
situations or circumstances which produce a
threat to his sense of professionalism. In
fact, these stressors were more frequently
mentioned and more heavily emphasized thag^
were directly life-threatening stressors.
Kroes, Margolis and Hurrell also looked at job stress
. . . 24 . . . .
for police administrators. Thirty police administrators
in Cincinnati were interviewed with the result being that.
The most significant stressors seemed to be
a result of the administrator’s being in the
position of a 'man in the middle', while
complex demands were being made upon him from
the community, his superiors, and subordinates.
These stressors and the nature of the administrator's job
were reported to have a number of negative effects on the
officer's family and home life.
Impact of Stressors
Ellison and Genz, in their article suggest that:
The prevention of burnout in police offi¬
cers requires a reorientation, an increased
concern for the needs of the officers. As the
organization helps him meet these needs, he.
23 . .





in turn, becomes better able to perform the
functions society has given him.
Terry, on the other hand, states that, in his view,
...as long as police stress is singled
out as a significant police problem and as
long as departments institute stress reduc¬
tion programs which define certain areas
of an officer's personal and job-related
life as inherently stressful and as an
individual problem, police officers are more
likely than not to perceive these diffi¬
culties as being stressful. As a conse¬
quence, these programs may aggravate rather-g
than alleviate their stressful experiences.
Violanti, in a survey of 500 full-time police officers
randomly drawn from 21 police organizations in Western New
York State, concluded that.
Despite strong pressures and the imbalance
nature of the police function, officers
managed in time to reduce stress. This
demonstrates the ability of the individual -
the police officer - to 'cast off the rigors
of job pressure and to_perceptually adapt to
stressful conditions."^'
25
Katherine W. Ellison and John L. Genz, "The Police
Officer as Burned-Out Samaritan," FBI Law Enforcement Bulle¬
tin 47 (March 1978): 7.
2 6
W. Clinton Terry, III, "Police Stress as an Indivi¬
dual and Administrative Problem: Some Conceptual and Theore¬
tical Difficulties," Journal of Police Science and Adminis¬
tration 11 (1983): 163.
27 . .
John M. Violanti, "Stress Patterns in Police Work:
A Longitudinal Study," Journal of Police Science and Adminis¬
tration 11 (1983): 211-216.
27
Violanti•s work centered on the number of years a person
served as a police officer and his conclusion basically is
that tenure is associated with decreased stress.
Ashworth, in a study involving police assignments and
stress, surveyed 34 forces in England, Wales and Northern
2 8
Ireland. The respondents, consisting of heads of per¬
sonnel departments. Deputy Chief Constables, and Chief Con¬
stables, were asked to outline their police with respect to
. . 29
the following eight questions:
1. Do you have a policy of assigning recruits to the
busier stations of your Force in order to acclima¬
tize them to working under pressure and/or test
their innate ability to cope with stress?
2. Do you operate a system of training officers for
new responsibilities before transfer or promotion?
If any training is given after movement, what are
your views on the desirability to limit this delay
to a minimum?
3. What training, if any, do you provide for officers
approaching retirement with a view to easing this
transition?
2 8
S. Ashworth, "Is Stress a Factor that is Considered
When Officers are Posted Within the Police Service?" Journal




4. What facilities exist to assist officers who are
in severe financial difficulties?
5. To what extent does your staff appraisal system
seek to identify officers who are under severe
strain, and conversely those officers who are
stressors?
6. Do you have a policy concerning the assignment of
officers when a personality clash occurs?
7. Do you operate any policy regarding the assignment
of, or amended work pressure for, officers who
have developed psychosomatic illnesses?
8. Would you agree to a change of assignment in order
to reduce the stress experienced by an officer
because of some domestic situation, such as an aged
parent suffering from a long-term illness? somatic
illnesses?
The general findings for this research were:
1. Only four forces place a great deal of weight on
the stress factor in their assignment policy.
2. Twelve forces appear to have very little apprecia¬
tion of stress and it has little or no bearing on
their assignment policy.
In 15 forces the stress factor has some influence
in their policies when resultant problems arise.
3.
29
but the assignment of personnel is primarly geared
to the exigencies of the service.
4. The remaining three forces attribute more than
average importance to the stress factor but isolate
work pressure from life's other stresses in their
deliberations.
It is clear from this article that little attention is
given to stress factors when the assignment of police of¬
ficers are over. In fact, officers are placed in stressful
situations simply because of the need to fill vacancies. The
filling of vacancies by new officers in these situations
could be a serious problem given the nature of Violanti's
research.
Burrell, Pate and Kliesmet, in a study involving 2200
police officers from 29 different police departments through¬
out the United States, found that, "those features receiving
the most negative ratings related primarily to organizational
and management practices, notably, lack of participation and
expression in job decisions, frustration with lenient court
. . . 32
rulings, and too much repetition in work routines." Other
^^Violanti, "Stress Patterns," 216.
32
U.S. Department of Health and Human Services, Stress
Among Police Officers, by Joseph J. Hurrell, Jr., Anthony
Pate, and Robert Kliesmet (Cincinnati: Government Printing
Office, 1984), 20-23.
30
important factors which emerged from this study were job
future uncertainty, role conflict, high divorce rate, and
added strain from unionized departments. Stratton, Tracy-
Stratton and Alldredge, in looking at the high divorce rate
examined the effects of a spouse training program which
focused on a better understanding of the role of a spouse in
33 ... . .
law enforcement. A total of 129 individuals participated
in the research and the results indicated that though there
was no impact on the high divorce rate, there was greater
understanding and better insight into the pressures of law
enforcement on the sworn spouse.
An epidemiological study of the records of death certi¬
ficates, community mental health centers, and hospitals to
determine the incidence of stress-related disorders for 136
occupational groups in Tennessee was conducted by Bell,
34
Richard and Wallace. It was found that police are more
prone to developing serious medical disorders than most other
occupations. The rate of stress-related causes of premature
death for police was significantly higher, with diseases of
the circulatory system being the major factor and accounting
3 3
John G. Stratton, Barbara Tracy-Stratton, and
Geraldine Alldredge, "The Effects of a Spouses's Training
Program: A Longitudinal Study," Journal of Police Science
and Administration 19 (1982): 297-301.
^^Ronald D. Bell, Wayne C. Richard, and William L.
Wallace, "Psychological Job Stress and the Police Officer,"
Journal of Police Science and Administration 8 (1983): 138-
144.
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for 69 percent of the deaths. In addition, the suicide rate
for police was the third highest among the 130 occupations
over a two and one-half year period. Mental health data for
police was not significantly different from other occupations
although the authors feel that police officers might be more
inclined to internalize feelings, thereby leading to higher
levels of somatic illnesses and diseases.
Organization and Stressors
The management issue is a recurring theme in police
stress. In a study of 310 officers in the Oklahoma City
Police Department, it was found that management is the source
of most identified stressors related to occupational health
35 ...
problems. In a more comprehensive work, Eisenberg iden-
tified stressors for six sources of psychological stress:
1. Intraorganizational practices and characteristics;
2. Interorganizational practices and characteristics;
3. Criminal justice system practices and characteris¬
tics;
4. Public practices and characteristics;
5. Police work itself; and
^^Fred Zausman, "Factors of Stress in the Oklahoma
City Police Department: A Consideration Thereof" (Ph.D.
diss.. University of Oklahoma, 1976), 19.
^^Eisenberg, "Labor Management Relations," 12-15.
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6. Police officer himself/herself.
Martin Reiser, in an examination of organizational
stress on policemen, indicates that the organization itself
37
leads to stress. Parasuraman and Alutto also explored
3 8
stress in an organizational setting. In their study
involving 217 persons, they found support for a multidimen¬
sional model of stress which involved both contextual and
role-related variables. These variables contributed to
variation in job attitudes and behaviors as well as to the
reported magnitude of job stressors. Evidently, an individ¬
ual 's perception of work-generated stressors is influenced by
his location within a particular organizational space.
Quick and Quick identified four major categories of
. . . 39








37 . . . .
Martin Reiser, "Some Organizational Stresses on
Policemen," Journal of Police Science and Administration 3
(1974): 156-159.
3 8
Sarej Parasuraman and Joseph A. Alutto, "Sources and
Outcomes of Stress in Organizational Settings; Toward the
Development of a Structural Model," Academy of Management
Journal 27 (1984): 330-350.
39
James C. Quick and Jonathan D. Quick, Organization








Illumination and Other Rays














Swanson and Territo stated.
It is interesting to note that an examina¬
tion of the findings from a variety of police
organizations tends to identify many of the
same sources of psychological stress and similar
reactions to it by police officers.
They found this to be true regardless of geographical loca¬
tion or the organizational differences. The existence of
these similarities are important, for it increases the possi¬
bility of creating programmatic solutions that have a high
degree of applicability for variety of law enforcement agen¬
cies that may on the surface seem to be dissimilar.
40
Charles H. Swanson and Leonard Territo, Police Ad¬
ministration Structures. Processes and Behavior (New York:
MacMillian Publishing Co., Inc., 1983), 28.
34
Identification of Stressors
The question of what factors cause or contribute to the
levels of stress experienced by law enforcement officers was
41
initially researched by William Kroes. Kroes' research
was conducted in 1972 at the Cincinnati Police Department,
and consisted of interviews with 100 policemen during regular
patrol duty. The 45 minute interview presented four ques¬
tions designed to elicit information on job stress. The
study identified major categories of stressors experienced by
officers; administration, courts, community relations, equip¬
ment, line of duty crisis situations, changing shift rou¬
tines, isolation, boredom and inactivity. Kroes determined
that of these stressors, the most significant ones were those
which threatened the officer's sense of professionalism;
(e.g., lack of professional recognition, negative public
opinions and little participation in the decision-making
process vis-a-vis policies and procedures).
Kroes' work was followed by numerous articles which fo¬
cused on identifying the stressor in law enforcement. The
most comprehensive of these work, by Eisenberg, outlines the
bulk of the major stressors identified to date and considered
of primary importance to the police.The identified
^^Kroes, Society's Victim. 145-155.
42 .
Eisenberg, "Labor Management Relations, II 12-15.
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stressors included: fear of physical harm, sense of useless¬
ness, cumulative effects of stress, incompetency, being a
minority officer, withdrawal of friends, being a non-confor¬
mist in a highly conforming environment, role conflict,
danger, the stressor of seeing people in pain, the absence of
closure in one's work, the problem of law rewards for the
work, problems with supervisors, peer pressure, lack of
career, development opportunities, poor equipment, shift
work, departmental policies, excessive paperwork, discipli¬
nary policies, poorly devised rating systems, methods of
assignment within the job, community attitudes, problems with
the courts, problems with the correctional system of the
criminal justice system in general, unfair press coverage,
minority relations with the community, inadequate referral
system, difficulties in interacting with other local govern¬
ment agencies. These stressors would have to be addressed in
a stress management program.
The Manager Under Stress
It is often assumed that managers and administrators are
more vulnerable than nonmanagers to the ravages of stress.
Although the harassed, ulcer-ridden overly tense administra¬
tor does exist, he/she is not as common as is generally
43
believed. In fact, some have pointed out that
43 Ibid.
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administrators tend to get healthier as they move up the
ladder, while middle managers, with lots of responsibility
and not quite enough authority to cover that responsibility
. . 44
have more problems with stress than do administrators.
Figure 1, which follows, presents a classification of
sources of stress at work and how these stressors interact
with characteristics of individual and extraorganizational
sources of stress.
SOURCrS OF SITRESS PtRSONAL STRESSORS SYMPTOMS OF DISEASE
AT WORK EXCESSIVE STRESS
Figure 1. Sources of stress at work and consequences for an
individual.
44
Adapted from Gary L. Cooper and Judi Marshall, '•Oc¬
cupational Sources of Stress: A Review of the Literature Re¬
lating to Coronary Heart Disease and Mental Ill Health,"
Journal of Occupational Psychology, XLIX (London: 1976): 12.
37
These interacting variables lead to symptoms of excessive
stress and ultimately to disease. Studies in experimental
laboratory settings and in the work place are part of a
growing body of evidence strongly suggesting that occupa¬




The need for additional research and implementation of
stress programs has been indicated in several studies to
date. Few of the programs have been subjected to the empiri¬
cal analysis needed to objectively evaluate the success and
effectiveness of services for participants. Several studies
have aimed at identifying various stress and strain that take
place in the work environment. In the work environment,
sources of strain have been well documented. In this
regard, role ambiguity, role conflict, job complexity, work
overload or underload, boring, repetitive job routines, lack
of participation in determining one's work, and responsibil¬
ity for people, all loom as important stressors with
significant strain consequences ranging from emotional
45
Robert L. Kahn and Robert P. Quinn, Role Stress;
Mental Health and Work Organization (Chicago: Rand McNally,
1970), 86-88; Bruce L. Margolis, William Kries, Robert P.
Quinn, "Job Stress an Unlisted Occupational Hazard," Journal
of Occupational Medicine 16 (October 1974): 56-58.
46
Cary L. Cooper and Roy Payne, Stress at Work (New
York: John Wiley, 1978), 96-102.
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problems through health complaints and disease processes.
A separate body of research has elaborated on health and
. . . 48
safety effects owing to shift work routines.
Caplan et al., and Cooper and Marshall, have offered
frameworks for organizing the numerous variables in dealing
. . . . 49
with issues of 30b stress and strain. While there are
some differences common to both, there are certain classes of
stressor variables representing factors intrinsic to the job
(e.g., workload, time pressure, physical danger), organiza¬
tional factors (e.g., restrictive job policies, responsibil¬
ity for people, participation in job decisions), career
47
R.L. Kahn, D.M. Wolf, J.E. Snock, and R. Rosenthal,
Organizational Stress: Studies in Role Conflict and Ambiguity
(New York: John Wiley and Sons, Inc., 1964), 78-80; J.R.P.
French, Jr. and R.D. Caplan, "Organizational Stress and
Individual Strain," in The Failure of Success. A.J. Morrow,
36-42 (New York: AMACOM, 1972); U.S. Department of Health and
Human Services, Job Demands and Worker Health, by R.D.
Caplan, S. Cobb, J.R.P. French, Jr., R. Van Harrison and
S.R. Pinneau (Washington, D.C.: Government Printing Office,
1975), 23-30; Margolis, Kroes and Quinn, Job Stress," 56-59;
and S. Cobb, "Class A Variables from the Card Sort Test," in
Project Analyses Memo No. 12 (Ann Arbor: University of
Michigan, Institute for Social Research, July 24, 1970),
83-92.
48
U.S. Department of Health, Education and Welfare,
Health Conseguences of Shift Work, by D.L. Tasto and M.J.
Colligan (Washington, D.C.: Government Printing Office,
1975), 65-70.
49 . .
Caplan, Cobb, French, Van Harrison and Pinneau, "Job
Demands," 48-52; and C.L. Cooper and J. Marshall, "Occupa¬
tional Sources of Stress; A Review of the Literature Relat¬
ing to Coronary Heart Disease and Mental Health," Journal of
Occupational Psychology 46 (1976); 58-81.
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factors (e.g., job insecurity, thwarted aspirations), and
work relationships (e.g., problems with supervisors or co¬
workers) . Other similarities are in the treatment of indivi¬
dual/personal or situational factors as moderator influences
in the process by which the job stressors result in various
strain outcomes. Included here are such factors as social
support for one's co-workers, supervisor and family which
have been shown to affect the amount of strain experienced by
. . . . 50
workers including the incidence of health problems.
The Importance of Stress Research
In the literature, it seems as though almost every
aspect of the professional life of law enforcement agents
has been identified as a stressor. The questions inevitably
arise; How important are these stressors? Is police work
more stressful as an occupation than other types of occupa-
. 51
tions? What can be done to reduce police stress.
Franswary stated that perhaps more important than wheth¬
er policeman experience stress at greater levels than other
occupations, is whether the impact of this stress is ulti¬
mately more damaging for the policeman and for society.
Given equal levels of stress, the potential amount of damage
50 ... . . .
S. Cobb, "Role Responsibility: The Differentiation
of a Concept," in Occupational Stress. ed. A. McLean, 45-48
(Springfield: Charles C. Thomas, 1976).
51
Kroes, Society*s Victim, 155.
40
which may occur in the law enforcement profession extend the
52
realm of the individual into the realm of the community.
The types of services delivered by officers who are
entrusted with the responsibility of carrying out the laws,
and are empowered both on and off duty with the use of force
in order to do so, must be implemented in an effective,
careful and just way. High levels of stress, and even low
levels of stress, may have an important impact on officers
and ultimately the manner in which they deliver services.
The importance of understanding and reducing stress experi¬
enced by law enforcement agents, therefore, is of vital
importance to both the daily operations of the criminal
justice system and to society in general.
Summary
A review of the literature indicates that additional
research remains to be done in the area of police stress, and
that there is a great need for research into stress factors
related to administrators and supervisors. There is a need
to determine how the police officer perceives the effective¬
ness of various models. There is a need to determine, among
other important aspects of stress, what types of methods may
52
Lynn Fransway, "The Effects If a Stress Reduction
Program on Law Enforcement and Corrections Officer Job
Satisfaction and Dissatisfaction in the Washtenow County
Sheriff's Department," (Ph.D. diss., Michigan State Univer¬
sity School of Criminal Justice Administration), 2.
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be employed to reduce stress among law enforcement profes¬
sionals. Finally, there is a need to ascertain the relation¬
ship between utilization of different types of methods, and
their effects on perceived levels of stress.
Toward meeting these needs, the research in this thesis
focuses on the differential effectiveness of three models
using ten police departments with three categories within




DESIGN OF THE STUDY
A review of police stress literature for this thesis
revealed that there are three common models for implementing
a stress program within a police department: independent,
collaborative and in-house. To explore the effectiveness
and relevance of each of these models, two questionnaires
were developed, one focusing on the perceptions of adminis¬
trators and supervisors, and one on the perceptions of
psychologists and counselors.
Ten major police departments located throughout the U.S.
were identified as having used one of the three models. These
ten departments were contacted by the researcher and each
agreed to participate in the study. Fifteen questionnaires
(or more) were distributed to each of the ten departments;
ten questionnaires for administrators and supervisors and
five questionnaires for psychologists and counselors.
Table 2 provides a breakdown of participating police
departments by model employed, staff position, full-time
or part-time employment, and sworn or not sworn status.
42
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Table 2. Breakdown of Participating Police Departments.









Counselors/Peer Counselors (1) S
Chaplains (7) S
Supervisors (2) - s
Clerical/Secretaries (4) NS
In-House Houston Psychologists (6) NS
Clerical/Secretary (1) NS
In-House Atlanta Psychologists (4) F/T 1/S
Clerical/Secretary (1) F/T NS
Clinical (1) P/T NS
In-House Philadelphia Psychologist (1) F/T NS
Lieutenant (1) F/T S
Sergeant (1) F/T S
Police Officers (3) F/T S
Clerical/Secretary (1) F/T NS
Collaborative Detroit Lieutenant (1) S
Sergeant (1) s
Police Officer (1) s
Psychologists (2-3) NS
Psychiatrist (1) NS
Collaborative Metro Dade Counselors (4) s
Psychologist (1) NS
Clerical/Secretary (1) NS
Collaborative Rochester Director/Peer Counselor (1) P/T S
Peer Counselor (15) P/T s
Social Worker (1) S
Collaborative Chicago Counselors (3) F/T NS
Counselors (5) F/T s
Psychologists (2) P/T NS
Independent San Jose Psychologists (2) P/T NS
Clerical/Secretary (1) F/T NS
Independent Miami Psychologists (2) P/T NS
Chaplain (1) F/T S
Clerical/Secretary (1) P/T NS
44
POPULATION
The targeted population for the study consisted of
administrators who held the rank of captain or above;
supervisors who held the rank of lieutenant or sergeant; and
psychologist and counselors who were either employed by the
police department or had contracts with the department
through an external agency.
SAMPLE
A total of 142 individuals participated in the study:
51 administrators, 51 supervisors, and 40 psychologists
and/or counselors. Table 3, which follows, shows a breakdown
by police department, model and number of participants (ad¬
ministrators, supervisors, and psychologists or counselors).
INSTRUMENTS
Two instruments were developed by the researcher using
information obtained from the review of literature. Each
instrument has five sections; only section 1 differed for
administrators/supervisors and psychologists/counselors. The
five sections related to background, general perceptions,
characteristics of job performance, perceptions of organiza¬
tion, and perceptions of family/client. (These instruments
appear in Appendix C.)
Table 3. Police Questionnaires Received
Department Model Administrators Supervisors
Psychologist/
Counselors
New York In-House 6 5 5
Houston In-House 5 5 3
Atlanta In-House 5 5 4
Philadelphia In-House 5 5 6
Detroit Collaborative 5 6 3
Metro Dade Collaborative 5 5 5
Rochester Collaborative 5 5 5
Chicago Collaborative 5 5 4
San Jose Independent 5 5 1
Miami Independent 5 5 4
Total 51 51 40
46
The content validity of the two instruments was estab¬




A total of 142 individuals from ten police departments
participated in the research study; 102 in the administra¬
tor/supervisor category and 40 in the psychologist/counselor
category. The breakdown of respondents by stress model is as
follows: independent 25, in-house 59, and collaborative 58.
DEMOGRAPHICS
Administrators/Supervisors
Figure 2, which follows, provides an age breakdown for
administrators and supervisors who responded to the question¬
naire. It can be seen from the figure that most respondents
were either in the 40-49 age range or in the 31-39 age range.
Figure 3 shows the breakdown by sex. It is clear from the
figure that most of the respondents were male. Figures 4 and
5 indicate that most respondents were white, and were married
or divorced.
The number of years employed by the police department
generally exceeded ten (see Figure 6). The most frequently
occurring longevity range was 11-15 years, followed closely
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Figure 7 Work Role - Adininistrators/Supervisors
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there were an equal number of administrators and supervisors
with varying lengths of time in current position. The most
frequently occurring time period as an administrator/super¬
visor was 13-36 months as indicated in Figure 8. Figure 9
shows the ranks of the respondents. From the supervisor
category, there were approximately equal numbers of sergeants
and lieutenants; for the administrator category, most respon¬
dents were captains followed by majors. Length of time in
rank was variable with the most frequent category being 60-89
months, followed closely by the 21-59 month category (see
Figure 10, which follows).
Figure 11 shows the size of the police department. Of
those who responded to the question, approximately half of
the respondents did not know the size; most indicated 1,000
or more individuals were in the department. Figure 12
indicates that civilian representation was in the 1-100
range. Finally, Figure 13 indicates that most of the cities
had a population greater than 500,000.
Psvcholoaists/Counselors
The age breakdown for psychologists and counselors (see
Figure 14) indicates that most were in the 31-40 age range,
followed closely by the 41-50 age range. This age pattern
is similar to that for administrators and supervisors. Sex
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Figure 11. Size of Police Department - Administrators/
Supervisors.
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indicated by Figure 15. In addition, most of the psycholo¬
gists and counselors were white (see Figure 16), and married
(see Figure 17).
The number of years employed differed markedly from the
administrator/supervisor category. Figure 18 shows that the
0-3 years employed period was the most frequently occurring
category; whereas, administrators and supervisors were in
the 11-15 category of years employed.
Figure 19 indicates that most of the psychologists and
counselors have not contracted with other police departments.
For those who have, it is generally on a local or state level
(see Figure 20). The number of sworn officers counseled
each month generally was in the 21-30 category (see Figure
21), while the number of non-sworn personnel was 1-10 (see
Figure 22).
GENERAL VIEWS OF STRESS PROGRAMS
There were 18 general questions listed on the question¬
naires. Each question pertained to general views of stress
programs (see Appendix D) . Although the participants were
required to respond by answering "yes” or "no" to each of the
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Figure 19. Contracted with Other Police Departments ■
Psychologists/Counselors
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Figure 22.
Counselors
Non-sworn Personnel Counseled - Psychologists/
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Question 1: Do you feel that there is a need for stress
program services for the following groups: administra¬
tors, supervisor and officers?
Comments - Administrators/Supervisors
a. "Officers need counseling programs often because
of their families which compounded by being a
police officer they may be involved in fatal
shootings."
b. "All these groups experience a certain amount of
stress."
c. "With multiple personalities and environments, it
is only safe to assume many different officers
could benefit from such a program."
Comments - Psychologists (same question addressed)
a. "In view of the apparent success of stress groups,
it should be offered at all levels."
b. "I believe that all police officers, regardless of
rank, should take advantage of the stress program."
The results for each of these questions are tabulated in
Appendix D.
All of the participants felt that there is a need for
stress program services for administrators, supervisors and
officers, regardless of the type of model they were using in
their department (see questions la, lb, and Ic and tabula¬
tions in Appendix D).
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In response to question 2, which related to sufficient
resources for current stress program needs, those departments
who used either an independent or collaborative model felt
that the needs were being met; however, those using the in-
house model were almost evenly split on whether the needs
were being met. This was true for both administrators/super¬
visors and psychologists/counselors.
Question 3, which related to having the stress program
located in a police facility, provided differential results.
Those departments using the independent or collaborative
model felt that the program should be located in a police
facility, while those using the in-house model felt that it
should be external. These findings occurred for both admin¬
istrators/supervisors and psychologists/counselors.
There was almost total agreement for both administra¬
tors/supervisors and psychologists/counselors on question 4,
which related to implementing their stress program in any
police department; and question 5, which referred to ser¬
vicing other agencies within their department.
Almost all respondents felt that the stress program ad¬
dressed organizational stress factors (question 6), and
family stress factors (question 7).
Perceptions differed markedly on question 8 when asked
if the stress program focused primarily on job performance
factors. Administrators/supervisors using the independent
73
model said "no”, while psychologists/counselors were evenly
split. Those using the collaborative model tended to say
"yes", although not as overwhelmingly as for other questions.
For the in-house model, a slight majority of administrators/
supervisors said "yes", while most psychologists/counselors
said "no".
There was general agreement by both administrators/
supervisors and psychologists/counselors on question 9, which
referred to different stressors for cultural/ethnic groups;
question 10, information should be confidential between
client and stress program staff; question 11, summary infor¬
mation which reflects on the organization should be shared
with administrators; and question 12, peer counseling is a
viable approach to reducing stress.
In response to question 13, which refers to the focus
of the stress program being on clinical intervention, there
was general agreement by administrators/supervisors. For
psychologists/counselors, those using the independent model
disagreed, while those using the collaborative and in-house
models tended to agree.
For question 14, there was agreement by both adminis¬
trators/supervisors and psychologists/counselors that the
primary focus of the stress program was on preventive ser¬
vices. This was most noticeable for the collaborative model
and least noticeable for the in-house model.
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There was agreement by administrators/supervisors and
psychologists/counselors on question 15 which asked if their
stress program services were periodically assessed. The
participants were then asked question 16, "Are you in support
of your stress program services?" Question 17 asked the
participants to respond to whether they felt that the need
for stress support services increased as the size of the
department increased.
There were mixed results for question 18 which related
to stressors being unique to a given police department.
Greatest agreement occurred for those using the collaborative
model, while the lowest agreement was for administrators/
supervisors using the independent model.
CHARACTERISTICS OF JOB PERFORMANCE
Each of the respondents were asked, in the question¬
naires, to check one of four categories (increased, de¬
creased, same, and unknown) for 12 separate job characteris¬
tics (see Appendix C) to determine their perceived effects of
their stress program services on these characteristics.
Table 4 shows other results for administrators/supervisors,
while Table 5 indicates the results for psychologists/counse¬
lors .
It is clear from Table 4 that administrators/supervisors
using the independent model were less knowledgeable about
75
Table 4. Results for Administrators/Supervisors to Questions











Absantaaism 1 1 5 10 50 3 15 6 30
2 4 9.8 31 75.5 4 9.0 2 4.9
3 2 5.6 23 52.8 5 13.2 7 18.4
Unreportad 1 0 0 7 35 2 10 11 55
Absancaa 2 2 4.9 29 70.7 5 12.2 5 12.2
3 2 5.4 21 56.0 5 13.5 9 24.3
Lata 1 1 5 8 40 4 20 7 35
2 5 12.5 28 67 4 10 3 10.5
3 S
. 13.2 10 47.4 9 23.7 6 15.8
Quality of Work 1 10 50 2 10 2 10 6 30
2 2B 70 6 15 4 10 2 5
3 23 60.S 7 18.5 4 10.5 4 10.5
Erratic Parformanca 1 3 15 8 40 2 10 7 35
2 8 20 28 70 1 2.5 3 7.5
3 6 15.8 10 47.4 5 13.2 9 23.7
Productivity 1 11 55 2 10 0 0 7 35
2 25 62.5 10 25 2 5 3 7.5
3 21 55.3 8 21.1 5 13.2 4 10.5
Friction with 1 0 0 9 45 5 25 6 30
Coworkara 2 2 5 31 74.5 3 10.5 4 10
3 0 0 23 62.2 8 21.6 6 16.2
Accldant Katas 1 3 15 6 30 4 20 7 35
2 10 25 23 57.5 2 5 5 12.5
3 3 7.9 19 52.6 6 15.8 9 ■ 23.7
CoRtnunicatlon 1 9 45 0 0 5 25 6 30
2 28 70 4 10 4 10 4 10
3 21 55.3 0 0 7 18.4 10 26.3
Job Satisfaction 1 9 45 0 0 5 25 6 30
2 25 64.1 11 28.2 0 0 3 7.7
3 16 42.1 8 21.1 6 15.7 8 21.1
Boredom 1 1 5 10 50 2 10 7 35
2 9 22.5 25 62.5 3 7.5 3 7.5
3 3 7.9 20 52.6 7 18.4 0 22.1
Quality Report 1 8 40 3 15 3 15 6 30
2 22 62.5 8 20 5 12.5 2 5
3 n 48.6 8 22.9 6 17.1 4 11.4
*• Indep«ndant| 2 • Collaborativet 3 * In**House.
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Table 5. Results for Psychologists/Counselors to Questions
on Job Characteristics and Their Perceived Effects of Stress
Program Services.
InotAAsed Deor rnmmm Unknown
Charaotarlstla N % N % N % If %
Absantaalsm 1 1 20 0 0 0 0 4 60
2 0 0 a 72.7 0 0 3 27.3
3 1 S 10 50 0 0 9 45
Unreporte<S 1 0 0 0 Q 0 0 5 100
M>s«nc«s 3 0 0 7 63.6 1 9.1 3 27.3
3 0 0 5 25 1 5 14 70
Lata 1 0 0 0 0 1 20 4 80
2 2 18.2 6 54.5 0 0 3 27.3
3 1 8 5 25 0 0 14 70
Quality of Work 1 11 20 0 0 1 20 3 60
2 27 63.8 2 18.2 0 0 2 18.2
3 29 45 5 25 1 5 1 25
Bxcatlo Faifornanca 1 0 0 2 40 1 20 2 40
2 4 36.4 5 45.5 0 0 2 18.1
3 3 IS 12 60 2 10 2 15
Froduotlvlty 1 3 60 0 0 0 0 2 40
2 6 54.5 3 27.3 0 0 2 18.2
3 10 52.6 3 15.8 1 5.1 5 26.3
rrlctlon with 1 0 0 2 40 0 0 3 60
Coworkara 2 0 0 10 90.8 1 9.1 0 0
3 1 5 13 65 3 15 3 15
Aooldant Rataa 1 0 0 1 20 1 20 1 60
2 1 9.1 8 72.7 0 0 2 18.2
3 3 IS 13 65 0 0 4 20
Comnunlcatlon 1 2 40 0 0 1 20 2 40
2 9 81.8 0 0 2 18.2 0 0
3 11 55 1 5 5 25 3 15
Job Satisfaction 1 3 60 0 0 0 0 2 40
2 8 72.7 2 18.2 0 0 1 9.1
3 10 50 6 30 1 5 3 IS
Boradon 1 0 0 2 40 0 0 3 60
2 2 18.2 8 72.7 0 0 1 9.1
3 3 15 9 45 1 5 7 35
Quality Report 1 3 60 0 0 0 0 2 40
2 7 63.6 2 18.2 0 0 2 18.2
3 3 47.4 3 15.8 1 5.3 6 31.5
•1 - Indep«ndenti 2 - Col.l«bor*tivai 1 - In-Housa.
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the effects of stress program services on job performance
than those using either the collaborative or in-house models.
The highest percentage of agreement for all 12 job perfor¬
mance characteristics occurred for those individuals using
the collaborative model. This group felt that there was a
decrease in absenteeism, fewer unreported absences, fewer
late arrivals, fewer persons leaving early, less erratic
performance, less friction with coworkers, fewer accident
rates, and less boredom. They also felt that there was an
increase in quality of work, productivity, peer communica¬
tion, job satisfaction, and quality of reports.
For the in-house groups, 50 percent or more of indivi¬
duals agreed that there was a decrease in absenteeism, un¬
reported absences, friction with coworkers, accident rates
and boredom, and an increase in quality of work, productiv¬
ity, and communication.
Fifty percent or more of the independent groups felt
that there was a decrease in absenteeism and boredom, and an
increase in quality of work and productivity.
A similar pattern emerges for the psychologists/coun¬
selors group as shown in Table 5. For the collaborative
model, the majority felt that there was a decrease in
absenteeism, erratic performance, friction with coworkers,
and accident rates, and an increase in productivity, communi¬
cation and job satisfaction.
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Among those using the independent model, 50 percent or
more did not feel that there was a decrease for any of the
job performance characteristics. They did feel, however,
that there was an increase in productivity, job satisfaction,
and quality of reports.
SPECIFIC PERCEPTIONS ON ORGANIZATION
All respondents were asked to use a Likert-type scale
(SA - strongly agree, A - agree, N - neutral, D - disagree
and SD - strongly disagree) to indicate if their stress
program services had a position effect on 19 organizational
attributes. (The results obtained for this analysis are
similar to those obtained on job performance characteristics.
For the collaborative model, a majority of the adminis¬
trators/supervisors, (see Table 6), and a majority of the
psychologists/counselors, (see Table 7), either agreed or
strongly agreed that their stress program services had a
positive effect on all 19 organizational attributes.
Fifty percent or more of all administrators/supervisors
in the in-house group either agreed or strongly agreed on 14
of the organizational attributes. Agreement was less than
50 percent for the following attributes: role ambiguity,
role overload, promotional system, decision-making, and
equipment. The psychologists/counselors, on the other hand,
agreed on 17 of the 19 attributes. Lack of agreement occurred
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Table 6. Results for Administrators/Supervisors to Questions
on Stress Program Services' Effects on Nineteen Organiza¬
tional Attitudes, Using the Likert-type Scale.
•A











Rel« Ambiguity 1 0 0 5 24.3 IS.8 1 5.1 0 0 10 52.4
2 2 19 47.5 4 15 0 0 1 2.5 12 30
} 0 0 10 24.3 7 18.4 3 7.9 0 0 18 47.4
RolA Ov«rlOA4 1 0 0 5 24.3 4 21.1 1 5.1 0 0 47.4
2 4 10 19 47.5 10 25 0 0 0 0 17.5
3 0 0 10 24.3 9 23.7 2 5.1 0 0 17 44.7
CofNTiunity 1 0 0 ll 57.9 15.8 0 0 0 0 26. 3
KAlAtlon* 2 3 7.5 27 47.5 5 12.5 1 2.5 1 2.5 7.1
3 7 18.9 IS 40.5 4 10.8 0 0 1 2.7 10 27
Promotional 1 2 10.5 4 31.4 5 24.3 1 5.1 0 0 26.3
Syatam 2 5 12.5 24 40 2.5 3 7.5 2 5 12.5
3 2.S 1» 39.5 5 13.2 1 2.4 4 15.8 10 24. 1
Decision* 1 0 0 42.1 5 24.3 0 0 0 0 11.4
Making 2 3 7.5 28 70 4 10 0 0 0 0 12.5
3 S 13.2 12 31.4 7.8 1 2.4 2 5.1 15 19.5
Undarstsndlng 1 1 5.3 6 42.1 15.8 1 5.2 0 0 11.4
of Currant 2 3 7.5 25 62.5 5 12.5 1 2.5 1 2.5 12.5
tyatam 3 2 5.2 18 47.4 2.4 2 5.1 2 5.3 11 34.2
Kquipmant 1 0 0 38.9 5 27.8 0 0 0 . 0 n. 3
2 4 10 24 40 10 3 7.5 2 5 7.5
3 3 8.2 14 37.8 3 8.1 1 8.1 3 8.1 11 29.7
Changing 1 1 5.3 34.8 5 24.3 0 0 0 0 11.6
Work Shift 2 4 10 24 45.9 7.5 1 2.5 3 7.5 7.5
3 f 23.7 15 19.5 5 13.2 1 2.4 2 5.4 15.8
Recognition of 1 2 10.5 5 26.3 4 31.4 0 0 0 0 11.4
Aeeompiiahmants 2 $ 15 24 45 7.5 1 2.5 0 0 10
3 t 24.4 14 37.8 2 5.4 2 5.4 2 5.4 21.6
Rola Autonomy 1 2 10.5 4 31.4 15.8 0 0 0 0 42.1
2 3 7.5 27 47.5 4 15 1 2.5 0 0 7.5
3 • 21.1 11 28.9 4 10.5 4 10.5 1 2.4 10 26.4
Ethnic 1 1 5.2 6 42.1 21.1 0 0 0 0 11.6
Integration 2 e 20 25 42.5 7.5 1 2.5 0 0 7.5
3 • 21.1 13 34.2 4 15.8 3 7.9 1 2.4 18.4
Patterns and 1 2 10.5 7 34.8 21.1 0 0 0 0 11.4
Channels of 2 5 12.8 27 49.2 7.7 1 2.4 0 0 7.7
Cowwiunication 3 7 18.3 18 47.4 5.3 2 5.3 2 5.3 18.4
Training 1 1 5.3 7 34.7 21.1 1 5.3 0 0 11.6
2 7 17.5 25 42.5 10 0 0 1 2.5 7.5
3 10 24.3 15 39.5 2.4 2 5.1 1 2.4 21.7
Work Cliaata 1 1 5.2 9 47.4 4 21.1 0 0 0 0 26.3
2 S 12.5 28 70 7.5 1 2.5 0 0 ?.5
3 • 21.1 17 44.7 0 0 3 7.9 1 7.9 18.4
Career 1 1 5.3 8 42.1 4 21.1 0 0 0 0 11.5
Oeveiopment 2 a 20 25 42.5 2 5 0 0 1 2.5 10
3 7 18.4 15 39.5 3 7.9 3 7.9 3 7.9 18.4
Criminal 1 1 5.2 4 31.4 4 31.4 0 0 0 0 11.4
Justice 2 S 12.5 28 70 2.5 1 2.5 2 7.5
System 3 t 21.1 12 31.4 3 7.9 4 10.5 2 5.3 23.4
Legitimising 1 2 10.5 8 42.1 4 21.1 0 0 0 0 26.3
of Stress 2 « 15 27 47.5 7.5 0 0 1 2.5 7.5
3 10 27 17 45.9 2 5.4 1 2.7 1 2.7 18.3
office Partial- 1 2 10.5 9 47.4 2 10.5 0 0 0 0 11.4
patlon In 2 4 10 30 75 2.5 0 0 1 2.5 10
Stress Pregrasi 3 9 23.7 14 42.1 3 7.9 1 2.4 2 5.3 18.4
civilian 1 4 21.1 34.8 15.9 1 5.2 0 0 21.1
Orievances/ 2 3 7.7 28 71.8 7.7 0 0 0 0 12.8
Complaints 3 7 18.4 19 50 5.3 3 7.9 0 0 18.4
•1 • Xn4«p«nd«nti 2 • coll*bor«tiv«i 3 - In-Houa«
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Table 7, Results for Psychologists/Counselors to Questions
on Stress Program Services' Effects on Nineteen Organiza¬
tional Attitudes, Using the Likert-type Scale.
•A









Kola Anbiguity 1 0 0 2 40 1 20 0 0 0 0 2 40
2 0 0 9 81.8 1 9.1 1 9.1 0 0 0 0
i 3 13.C 8 38.4 8 27.3 0 0 0 0 3 22.7
Kola Ovarload 1 0 0 3 80 1 20 0 0 0 0 1 20
2 0 0 9 72.7 2 18.2 1 9.1 0 0 0 0
2 4 IS.2 10 43.3 3 22.7 0 0 0 0 3 13.4
Cofmunlty 1 0 0 4 80 0 0 0 0 0 0 1 20
Ralationa 2 1 9.1 8 72.7 1 9.1 0 0 0 0 1 9.1
3 4 18.3 18 72.7 1 4.3 0 0 0 0 1 4.3
Promotional 1 0 0 3 40 1 30 0 0 0 0 2 40
syataia 2 2 18.2 8 72.7 0 0 0 0 0 0 1 9.1
3 4 18.2 9 40.9 2 9.1 3 13.6 1 4.3 3 n.8
Decision* 1 0 0 3 80 1 20 0 0 0 0 1 20
Making 2 0 0 9 81.8 1 9.1 0 0 0 0 1 9.1
3 s 22.7 13 88.2 1 4.3 0 0 0 0 1 4.6
Undaratandlng 1 0 0 2 40 2 40 0 0 0 0 1 20
of Currant 2 0 0 10 90.9 0 0 0 0 0 0 1 9.1
Syatan 3 3 13.4 12 34.3 2 9.1 2 9.1 0 0 3 13.6
Iqulpaiant 1 0 0 0 0 • 3 £0.0 1 20 0 0 1 30
1 9.1 7 83.8 2 18.2 0 0 0 0 1 9.1
3 4 18.2 2 9.1 3 13.6 3 22.7 0 0 8 36.4
Changing 1 0 0 0 0 40 0 0 1 20 2 40
Work Shift 2 0 0 10 90.9 0 0 0 0 0 0 1 9.1
3 • 27.3 9 22.7 4 18.2 1 4.3 1 4.3 9 22.7
Recognition of 1 •0 0 3 75 0 0 0 0 0 0 1 23
AceoMpliahaionto 2 1 9.1 9 81.8 0 0 0 0 0 0 1 9.1
3 4 18.2 11 SO 2 9.1 1 4.3 0 0 4 18.2
Rola AutonQaqr 1 0 0 4 80 0 0 0 0 0 0 1 20
2 0 0 10 90.9 0 0 0 0 0 0 1 9.1
3 4 18.2 9 40.9 4 18.2 0 0 0 0 3 22. 7
ethnic 1 0 0 3 50 1 23 0 0 0 0 j 23
Intagration 2 1 9.1 9 81.8 0 0 0 0 0 0 9.1
3 s 22.7 8 27.3 4 18.2 1 4.3 1 4.3 9 22.4
Patterns and t 1 20 2 40 1 20 0 0 0 0 1 20
Channels of 2 0 0 10 90.9 1 9.1 0 0 0 0 0 0
Consnunicatioo 3 7 31.3 10 42.3 3 12.3 1 4.3 1 4.3 4.3
Training 1 0 0 4 80 0 0 0 0 0 0 20
2 1 9.1 9 81.8 0 0 0 0 0 0 9.1
3 7 31.1 11 30 13.6 0 0 0 0 1 4.3
Work cilMta 1 0 0 3 60 1 20 0 0 0 0 20
2 0 0 9 81.8 1 9.1 1 9.1 0 0 0 0
3 4 18.2 9 40.9 8 36.4 0 0 0 0 4.3
Career 1 0 0 2 40 1 20 1 20 0 0 20
Devaiopmant 2 1 9.1 7 83.6 2 18.2 1 9.1 0 0 0 0
3 s 22.7 7 31.8 6 27.3 0 0 1 4.3 11.6
Criminal 1 0 0 1 20 1 20 0 0 1 20 2 40
Justica 2 0 0 10 90.9 1 9.1 0 0 0 0 0 0
Syataia 3 3 13.8 3 22.9 3 22.7 1 4.3 2 9.1 6 27.4
Legltlmliing 1 0 0 2 40 1 20 1 20 0 0 20
of Strass 2 1 9.1 10 90.9 0 0 0 0 0 0 0 0
3 s 23.8 13 81.9 2 9.3 0 0 1 4.8 0 0
0((lc« F.rtlol* 1 0 0 2 40 0 0 0 0 1 20 2 40
pation in 2 0 0 10 90.9 0 0 0 0 0 0 9.1
Strass Program 3 • 38.3 12 34.3 4.3 0 0 0 0 4.3
Civilian 1 0 0 1 20 30 0 0 1 20 40
Orievances/ 2 1 9.1 9 8t.8 0 0 0 0 0 0 9.1
Complaints 3 1 38.4 3 22.7 11.8 0 0 1 4.3 3 22.7
*1 - XrMl«p«nd«nti 2 - Coll&borAtlv«f ) • In~Hous«
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for the attributes of equipment and the criminal justice
system.
The results for this independent model differed markedly
from those for the collaborative and in-house models. Agree¬
ment by administrators/supervisors that the stress program
services had a positive effect occurred only for five attri¬
butes: community relations, work climate, legitimizing of
stress, office participation in stress program, and civilian
grievances or complaints.
The psychologists/counselors for the independent model
agreed that the stress program had a positive effect on nine
of the 19 attributes: role overload, community relations,
decision-making, recognition of accomplishment, role auton¬
omy, ethnic integration, patterns and channels of communica¬
tion, training, and work climate.
SPECIFIC PERCEPTIONS ON FAMILY/CLIENT
Like the section on specific perceptions on organiza¬
tion, respondents were asked to use a Likert-type scale to
indicate if they felt that their stress program services had
a positive effect on 22 different family/client attributes.
The results for administrators/supervisors appear in Table
8, and the results for psychologists/counselors appear in
Table 9.
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Table 8. Results for Administrators/Supervisors to
on Stress Program Services' Effects on Twenty-Two















Family 1 5.3 7 36.8 1 5.3 1 5.1 0 0 9 47.4
Hanaony 3 8.3 23 63.9 5 13.9 0 0 0 0 5 13.9
a S.l 16 44.4 4 11.1 0 0 0 0 14 38.9
Childraariny 1 5.3 7 36.8 1 3.5 1 5.3 0 0 9 47.9
0 0 25 69.4 6 16.7 0 0 0 0 5 13.9
a 5.3 14 36.8 4 10.5 1 2.6 0 0 17 44.7
Harital a 10.5 6 31.6 1 5.3 1 5.3 0 0 9 47.4
Hanaony a 5.7 25 71.4 3 8.6 0 0 1 2.9 4 11.4
3 7.9 17 44.7 5 13.2 1 2.6 0 0 12 31.6
Physical 0 0 6 31.6 6 31.6 0 0 0 0 7 36.8
Probleaia 4 11.1 23 63.9 4 11.2 0 0 0 0 5 13.9
S 13.2 13 34.2 5 15.8 1 2.6 1 2.6 12 31.6
Spouse 0 0 36.8 5 26.3 0 0 0 0 7 36.8
Awareness s 13.9 24 66.7 1 2.8 2 5.6 1 2.8 3 8.3
7 19.4 17 44.7 3 7.9 0 0 0 0 11 28.9
Insecurity 0 0 5 26.3 4 21.1 2 10.5 0 0 8 42.1
4 21.1 24 66.7 2 5.6 3 8.3 0 0 3 8.3
€ 15.1 16 42.1 2 5.3 4 10.5 1 . 2.6 9 23.7
Social 1 5.3 6 31.6 4 21.1 2 10.5 0 0 6 31.6
Interaotion 3 8.3 28 77.8 1 2.8 1 2.8 0 0 3 8.3
7 18.4 14 36.8 4 10.5 3 7.9 0 0 10 26.3
Oisoontent 0 0 8 42.1 5 26.3 2 10.5 0 0 4 31.1
• 22.3 20 55.6 1 2 . • 2 5.6 0 0 5 13.9
• 21.1 11 28.9 7 18.4 2 5.3 1 2.6 9 23.7
Neighbor 0 0 8 42.1 2 10.5 2 10.5 0 0 7 36.8
Hoatility 3 8.3 25 69.4 4 11.1 1 2.8 0 0 3 8.3
f 23.7 12 31.6 4 10.5 1 2.6 0 0 12 11.6
iurneut a 10.5 11 57.9 1 5.3 1 5.3 1 5.1 3 15.8
i 13.9 23 63.9 2 5.6 2 5.6 0 0 4 11.1
9 23.7 14 36.8 5 13.2 0 0 1 2.6 9 23.7
career 1 5.3 6 31.6 3 15.8 2 10.5 2 10.5 5 26.3
Uneertalnlty i 13.9 22 61.1 4 11.1 1 2.8 0 0 4 11.1
$ 15.8 16 42.1 5 13.2 2 5.3 1 2.6 8 21.1
Divorce 3 15.8 10 52.6 1 5.3 0 0 1 5.5 4 21.1
S 13.9 23 63.9 3 8.3 2 5.6 0 0 3 8.3
7 18.4 17 44.7 2 5.3 0 0 0 0 12 31.6
Suicide 2 10.5 9 47.4 2 10.5 0 0 1 5.3 5 26.3
3 8.3 26 72.2 3 8.3 1 2.8 0 0 3 8.3
S 21.1 IS 39.5 1 2.6 1 2.6 1 2.6 12 31.6
Retirement 0 0 8 42.1 4 21.1 1 5.3 1 5.3 5 26.3
s 13.9 25 69.4 2 5.6 1 2.8 0 0 3 8.3
7 18.4 17 44.7 2 5.3 1 2.6 t 2.6 10 26.3
Cynioisn 0 0 9 47.4 2 10.5 1 5.3 1 5.3 6 31.6
6 16.7 22 61.1 1 2.8 4 11.1 0 0 3 8.3
9 23.7 16 42.1 2 5.3 1 2.6 2 5.3 8 21.1
Alcohol 3 15.8 11 57.9 1 5.3 0 0 1 5.3 1 15.8
Abuse 4 11.1 24 66.7 1 2.8 4 11.1 0 0 3 6. 3
9 23.7 17 44.7 1 2.6 3 7.9 0 0 8 21.1
Workaholic 2 10.5 6 31.6 3 15.8 2 10.5 1 5.3 5 26.3
4 11.1 25 69.4 4 11.1 0 0 0 0 3 8.3
9 23.7 15 39.5 3 7.9 0 0 1 2.6 10 26.3
Drug Abuse 2 10.5 9 47.4 a 10.5 1 5.3 1 5.3 4 21.1
• 16.7 22 61.1 2 5.6 3 8.3 0 0 3 8.3
9 23.7 15 43.1 6 10.5 1 2.6 0 0 8 21.1
Post'Shooting € 31.6 8 42.1 1 5.3 0 0 O’ 0 4 21.1
Trauiaa 7 19.4 22 61.1 2 5.6 0 0 0 0 5 13.9
• 21.1 17 44.7 2 5.3 0 0 1 2.6 10 26.3
Debt 1 5.3 7 36.8 2 10.5 1 5.3 1 5.3 7 76.8
HanageiaeAt < 16.7 23 63.9 2 5.6 2 5; 6 0 0 3 8. 3
9 23.7 15 39.5 4 10.5 0 0 0 0 10 26.3
Oaiabling 1 5.3 6 31.6 2 10.5 1 5.3 0 0 9 47.4
a 8.3 25 69.4 3 8.3 2 5.6 0 0 3 8. 3
B 21.1 16 42.1 4 10.5 1 2.6 0 0 9 23.7
Use of 1 5.6 6 33.3 1 5.6 1 5.6 0 0 9 50
Medical 3 8.3 25 69.4 4 11.1 0 0 0 0 4 ll.l
Benefit 9 22.9 15 42.9 3 8.6 1 2.9 0 0 8 22.9
•1 - Xnd«p«nd«nti 2 - Coll«bot«tlv«i ) - In«Hous«
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Table 9. Results for Psychologists/Counselors to Questions
on Stress Program Services' Effects on Twenty-Two Different
Family/Client Attributes, Using a Likert-type Scale.
Pemily 0 0 40 1 20 0 0 0 0 1 20
Hernony 0 0 4 54.5 3 27.3 0 0 0 0 2 18.2
• 34.4 11 50 1 4.5 0 0 0 0 2 9.1
Childzeerinp 0 0 2 40 0 0 1 20 0 0 2 40
0 0 8 54.5 3 27.3 0 0 0 0 2 18.2
8 34.4 8 38.4 3 13.8 0 0 0 0 3 13.8
Harltal 1 20 40 0 0 0 0 0 0 2 40
Heraeny 1 9.1 7 63.8 2 18.2 0 0 0 0 1 9.1
11 SO 9 40.9 1 4.5 0 0 0 0 1 4.5
Phyeieel 0 0 40 0 0 1 20 0 0 2 40
Probieiae 0 0 10 90.9 1 9.1 0 0 0 0 0 0
6 27.3 8 38.4 7 31.8 0 0 0 0 1 4.5
Spouae 0 0 80 1 20 0 0 0 0 1 20
Awereneee 2 18.2 7 43.8 2 18.2 0 0 0 0 0 0
4 19.2 14 88.8 2 9.5 0 0 1 4.5 1 4.7
career 1 20 0 0 2 40 0 0 1 20 1 70
Uneerteinity 2 18.2 8 72.7 8 0 0 0 0 0 1 9.1
4 18.2 12 54.5 2 9.1 1 4.5 0 0 3 11.8
Insecurity 0 0 40 1 20 1 20 0 0 1 20
0 0 9 81.8 0 0 1 9.1 0 0 1 9.1
} 13.8 11 50 5 22.7 1 4.5 0 0 2 9.2
Social 0 0 40 1 20 0 0 0 0 1 20
Interaction 2 18.2 7 83.8 3 18.2 0 0 0 0 0 0
J 14.3 11 52.4 2 9.5 3 14.3 0 0 2 9.9
Discontent 0 0 40 1 20 0 0 0 0 2 40
1 9.1 8 72.7 2 18.2 0 0 0 0 0 0
3 11.3 11 52.4 2 9.5 3 14.3 0 0 2 9.5
Neighbor 0 0 40 0 0 0 0 0 0 3 80
Hostility 1 9.1 9 81.8 1 9.1 0 0 0 0 0 0
3 13.8 8 27.4 3 13.8 1 4.5 0 0 9 40.9
Burnout 1 20 2 40 0 0 0 0 0 0 2 40
1 9.1 10 90.9 0 0 0 0 0 0 0 0
4 18.2 15 88.2 2 9.1 0 0 0 0 1 4.5
Divoroo 0 0 2 40 0 0 0 0 0 0 3 60
2 18.2 9 81.8 0 0 0 0 0 0 0 0
8 27.4 12 54.5 3 13.8 0 0 0 0 1 4.5
Suicide 0 0 20 0 0 0 0 0 0 4 80
2 18.2 9 81.8 0 0 0 0 0 0 0 0
10 4S.S 11 50 1 4.5 0 0 0 0 0 0
Retireawnt 0 0 2 40 1 20 0 0 0 0 2 40
1 9.1 9 81.8 1 9.1 0 0 0 0 0 0
S 23.7 10 47,5 4 19.2 0 0 0 0 2 9.8
Cynicisis 1 20 0 0 1 20 1 20 0 0 2 40
1 9.1 10 90.9 0 0 0 0 0 0 0 0
3 13.8 11 50 4 18.2 2 9.1 0 0 9.1
Alcohol 0 0 20 0 0 0 0 0 0 4 80
Abuse 2 18.2 8 72.7 1 9.1 0 0 0 0 0 0
10 45.S 10 45.5 2 9 0 0 0 0 0 n
Wortsboilo 0 0 20 1 20 0 0 0 0 60
1 9.1 9 81.8 0 0 0 0 0 0 9.1
7 31.8 7 31.8 4 18.2 0 0 2 9.1 2 9.1
Drug Abuse 0 0 42.8 0 0 0 0 0 0 97.2
3 27.3 8 72.2 0 0 0 0 0 0 0 0
8 34.4 9 40.9 3 9.1 0 0 *0 0 3 11.8
Post'Shooting 2 40 40 0 0 0 0 0 0 20
TrsuAS 1 9.1 7 81.8 9.1 0 0 0 0 0 0
12 54.5 8 27.3 4 18.2 0 0 0 0 0 0
Debt 0 0 40 0 0 20 0 0 40
Manageiaent 2 18.2 8 72.7 0 0 0 0 0 0 9.1
3 13.8 12 54.5 13.8 0 0 4.5 3 11.8
OsMbiing 0 0 20 0 0 0 0 0 0 4 80
1 9.1 8 72.7 9.1 0 8 0 0 9.1
4 19 7 33.4 5 23.8 0 0 0 0 5 21.8
Use of 0 0 20 0 0 0 0 0 0 4 80
Nedlcal 2 18.2 7 83.8 9.1 0 0 0 0 9.1
Benefit 5 25.7 11 55 15.8 0 0 0 0 5
*1 • Independent! 2 • Collebozetlvei I • In-House
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The collaborative group, for both administrators/super-
visors and psychologists/counselors, agreed that the stress
program services had a positive effect on all 22 family/
client attributes. Although not as definitive, the in-
house administrators/supervisors agreed on 20 of the 22
attributes. The two attributes on which there was disagree¬
ment were child-rearing and physical problems. To the in-
house psychologists/counselors group, there was agreement on
all attributes except neighbor hostility.
The independent group, once again, showed disagreement
for the attributes. Administrators/supervisors agreed on
only six of the 22 attributes: burnout, divorce, suicide,
alcohol abuse, drug abuse, and post-shooting trauma. The
psychologists/counselors group agreed on seven of the attri¬
butes: family harmony, marital harmony, spouse awareness,





The perceptions of administrators and super¬
visors will differ from the perceptions of
psychologists and counselors with respect
to the need and implementation of a stress
management program.
was addressed by the questions shown in Table 4 was not
confirmed. With the exceptions of question 8, stress
program focused primarily on job performance factors; and
question 13 focused on the stress program on clinical inter¬
vention, administrators/supervisors and psychologists/coun¬
selors tended to hold similar perceptions with respect to
the need and implementation of a stress management program.
The second hypothesis.
There will be differential agreement on the
number of useable elements of a stress
management program among the three models:
independent, collaborative, and in-house.
was supported based on the information obtained in the
section on job performance characteristics; organizational
attributes; and family/client attributes. Clearly, there
were more useable elements in the collaborative model, less
in the in-house model, and few in the independent model.
The third hypothesis.
There will be a greater number of transferable
elements of a stress management program for an
in-house model than from a collaborative model.
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was not supported. The evidence obtained indicates that the
collaborative model addresses more elements than the in-house
model, as shown in the sections on job performance character¬
istics, organizational attributes, and family/client attri¬
butes.
The fourth and final hypothesis.
There will be a greater number of transferable
elements of a stress management program from a
collaborative model than from an independent
model.
was supported. The data presented in Tables 4-9 clearly
indicate that the collaborative model has a greater number





The purpose of this study was to explore, in detail,
three models of stress programs which are presently being
used in heavily populated jurisdictions within the United
States, to ascertain which of these models, or parts thereof,
could be readily used in an initial effort to establish a
stress management program in Saudi Arabia.
Clearly, the types of problems encountered by police
officers in different countries will vary based on the cul¬
tural aspects of the country. Any use therefore of an
American model for stress management must be modified to
account for the different structural dimensions of police
work.
The focus of this research was on the following models
or approaches:
In-House Model: A program that operates within
the police department, with program staff mem¬
bers who are agency employed.
Independent Model: A program operated by an
independent organization, providing services
87
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to police personnel through a contractual
arrangement with the department.
Collaborative Model; A program operated as a
combination of the first two models, involving
department employees in conjunction with an
outside organization under contract to the
department.
The hypotheses examined in this study were:
^HO: The perceptions of administrators and super¬
visors will differ from the perceptions of
psychologists and counselors with respect to
the need and implementation of a stress man¬
agement program.
2 ...
HO: There will be differential agreement on the
number of usable elements of a stress manage¬
ment program among the three models: indepen¬
dent, collaborative, and in-house.
3
HO: There will be a greater number of transferable
elements of a stress management program from
an in-house model than from a collaborative
model.
4
HO: There will be a greater number of transferable
elements of a stress management program from a




The perceptions of administrators/supervisors and psy¬
chologists/counselors with respect to the need for and imple¬
mentation of a stress management program clearly did not
differ. Where there were differences in perceptions they,
basically, were of a programmatic nature. This important
finding definitely has implications for the Saudi Arabia
police department since the department is a highly cen¬
tralized unit. If perceptions of need differ slightly, as
shown in this research, then the implementation of a stress
management program would be expedient with little or no
concern for conflicting perceptions of participating individ¬
uals .
The three models (Independent, Collaborative, and In-
House) examined in this research clearly were different with
regard to job performance characteristics, organizational
attributes and family/client attributes. (The collaborative
model, based on the data, was far superior to either the in-
house or independent model with respect to addressing stress-
related problems.) This unexpected result clearly indicated
that transferable elements are more likely to come from the




This study focused on administrators, supervisors, psy¬
chologists, and counselors in an examination of the percep¬
tions, job performance characteristics, organizational attri¬
butes and family/client attributes. Further research should
include police officers and civilian personnel to obtain a
total view of stress management programs. In addition, since
the effectiveness of any program in a police department
depends largely on the support of the chief administrator, it
would be beneficial to have more information of their percep¬
tions of stress management programs. Also, more research
needs to be done on police stress as it relates to the model
programs, and the coping strategies of police administrators
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Appendix A
Program Approaches and Characteristics
The Personal Services Unit of the Alburoueraue fNew
Mexico) Police Department is operated by a police chaplain
and a police officer who provide pastoral and peer counseling
to officers and their families. These counselors conduct
aggressive outreach to problem officers. Services include
crisis intervention, short and long-term counseling, and al¬
cohol counseling.
The Police Stress Program of the Boston (Massachusetts)
Police Department, one of the first programs in the U.S.,
pioneered the peer counseling approach to police stress. The
program was originally aimed at officers with alcohol prob¬
lems but later expanded to address a wide range of stress-
related difficulties. Services include short-term counseling,
regularly scheduled group "rap” sessions, long-term family
and spouse follow-up, and referrals to the program's consult¬
ing psychologist and outside community agencies. "Layoff
counseling" and services designed for female and minority of¬
ficers are also offered. In addition, stress training has
been delivered to recruits, in-service officers, officers'
spouses, and supervisors in the department.
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The Psychological Services Unit of the Los Angeles
County (California) Sheriff's Department, the largest stress
program in our study, is staffed by four clinical psycholo¬
gists, five student interns, and one alcohol counselor. Ser¬
vices consist primarily of short- and long-term counseling.
Staff are also actively involved in the design and delivery
of stress-related training for both recruit and administra¬
tive/management personnel. On-going peer counseling groups
are available for officers with alcohol problems, officers
involved in shootings or with serious injuries, and officers'
widows. Programs for officers' spouses and officers ap¬
proaching retirement are also offered.
The Police Stress Management Program of the Miami
(Florida^ Police Department is conducted by a consortium of
clinical psychologists who provide short-term counseling and
recruit and in-service stress management training to the
department on a contract basis. Dealing primarily with
interpersonal problems associated with both marriage and
family, the program operates independently from the police
department's administrative hierarchy.
The Employee Assistance Program of the New York City
(New York) Police Department, through a network of personal
services units, provides a wide variety of preventive, early
intervention, treatment, and administrative services for
troubled officers. Within the department's Personnel Bureau,
104
the Health Services Division provides medical, psychological,
counseling, and pastoral services through four major units.
The Medical Services Unit provides medical care and super¬
vision for illness and injury. The Psychological Services
Unit provides evaluative and short-term counseling services
for employees with psychological and emotional difficulties.
The Counseling Services Unit offers evaluation and peer coun¬
seling to officers with alcohol, gambling, or marital prob¬
lems. The Chaplain's Unit provides pastoral counseling for
all officers. Additionally, the Early Intervention Program
monitors declining work performance and attempts to help
officers before their difficulties get out of hand. Outside
the Personnel Bureau, reporting directly to the Police Com¬
missioner, the Employee Relations Section (among other du¬
ties) addresses officers' needs in serious hardship cases
that occasionally surface. A worksite hypertension screening
and treatment program operates within the department's Patrol
Service Bureau. Finally, the Police Academy addresses
stress issues in the department's recruit training program.
The Stress Counseling and Management Program of the
Rochester (New York^ Police Department is operated by the
department's Training Division in collaboration with mental
health professionals at the Department of Community Psychia¬
try of the University of Rochester Medical School. The
program concentrates many of its resources on training pro-
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grams aimed at all sworn personnel, from recruits to supervi¬
sory and high-ranking command staff. A small group of peer
counselors and provides crisis intervention and assessment
services for marital and alcohol problems and initiates
referrals to university-based and community social service
agencies.
The Stress Unit of the San Francisco (California^
Police Department, a peer counseling program, was designed
under the guidance of the San Francisco Police Chaplain and
with the combined cooperation of the San Francisco Police
Officers' Association and the Chief of Police. The unit
provides counseling and support to officers who have alcohol
or drug problems, have been involved in shootings or other
traumatic incidents, or who are experiencing a variety of
other stress-related problems. Unit personnel are invited to
address recruit training classes.
The Behavioral Sciences Unit of the Tucson fArizona)
Police Department is operated through the Personnel Division
by a peer counselor in conjunction with a psychologist.
Counseling services are delivered for a variety of problems,
including post-shooting trauma, marital and family difficul¬
ties, and alcohol and drug abuse. The unit also delivers a
course to all officers on post-shooting trauma and offers
post-shooting support to officers' spouses.
Appendix B
BACKGROUND LITERATURE ON SAUDI ARABIA
Since this research is concerned with the implementation
of a stress program for law enforcement agencies in Saudi
Arabia, it is necessary to familiarize the reader with Saudi
Arabian society. This discussion will focus on the form of
government, social structure, legal system, and police system
in Saudi society.
The government is a monarchy, and Saudi Arabia is ruled
at present by one of the founder's sons. King Fahad Bin Abdul
Aziz. The King heads the government as prime minister. The
Council of Ministers has full executive powers, direct admin¬
istrative responsibility, and financial control over the
government. Each ministry has a full complement of support¬
ing staff and services to ensure the smooth fulfillment of
the overall national development plan. Saudi Arabia is a
founding member of the Congress of the Islamic World, the
Arab League, the United Nations, the International Monetary
Fund, and a wide range of other international organizations.
The Saudi Arabian governmental structure is centralized
yet flexible and elastic. An example of this is the element
of decentralization which has been in effect since 1963, when
the country was administratively divided into five provinces
106
107
(later into ten provinces). Each province has an appointed
governor (amir) who is charged with local administration,
maintenance of peace and order, and interpretation of Islamic
laws. These governments are given a direct delegation of
authority to deal with all matters regarding their provinces.
Although there are no elections and no political par¬
ties, Saudi Arabia has its own form of Islamic democracy.
In principle, all men are regarded as equal, and differences
are minimized between the rich and the poor, the governors
and the governed. To put this principle into practice,
ministers and public officials keep their doors open during
certain daily hours. Anyone with any type of business can
come without prior appointment and be offered refreshment in
accordance with Arab custom.^
This open-door policy is practiced even by the highest
ranking official of the country, the King. His Majesty de¬
votes one hour of his working time every day, except Tuesday
(which is devoted completely to this practice), so that
people may come in and talk about any problem or issue that
they might have. This period is "spent giving audience open
to all his people, hearing grievances, righting wrongs,
^Robin Dunipace, ed., The Kingdom of Saudi Arabia.
(Japan; Stacey International, 1977), 124.
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dispensing reward and punishment." It was at such an
audience (Majiis) that King Faisai was assassinated.
Social Structure
The value system in Saudi Arabia differs from that of
any Western society. It also differs from the Japanese
value system even though Japanese society has experienced
the same changes that Saudi Arabia is experiencing now. In
Saudi Arabia, the value system is centered around close
family ties, whereas in Western societies, the value system
is centered around material values. In Japan, according to
Bellah, the "value system is characterized by the primacy of
. . 3
'political values.'" He adds, "there were no clans or sibs,
the lineage and nuclear family being the most important
4
structural unit."
On the other hand, Saudi Arabian society is charac¬
terized by close relationships between families and kinship.
Families depend on each other a great deal. These kinship
ties are maintained even in urban life. Al-Awaji (1971),
said in his thesis that "the identity of the individual is
identical with that of his group. Individual initiative is
only encouraged when it serves and enhances the interest of
^Ibid., 125-126.
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the group." Allegiance to Islam, loyalty to the family,
and loyalty to the community are the bonds which hold the
Saudi people very close together. Strengthening these ties
is the common faith exhibited by 100 percent of the popula¬
tion. Other unifying traits are the common language, and the
non-distinguished class characteristic. People are looked
upon as equal and no one man is above others. The only
difference that exists between one person and another is what
each establishes between himself and his God through his true
faith and good belief. Social economic classes are there, of
course, but, in treatment, the Islamic doctrine of equality
does not differentiate. Those bonds in turn give the indi¬
vidual a sense of importance derived from his social group
and a feeling of belonging. Schacht (1977), describes the
Saudis as.
The (Saudi) Arabas were, and are, bound
by tradition and precedent; they were, and are,
dominated by the past...Whatever was customary
was right and proper. What their forefathers
had done deserved to be imitated.
What Schacht failed to realize was the fact that the Saudi's
forefathers had never ridden in an airplane, never gone
5 . . . ...
Abrahim M. Al-Awaji, "Bureauracy and Society in Saudi
Arabia," (Ph.D. diss.. University of Virginia, 1971), 134-
149.
^Joseph Schacht, An Area Handbook for Saudi Arabia.
3rd ed., Richard Nyrop ed. (Washington, D.C.; American Uni¬
versity Foreign Area Studies, 1977), 5.
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abroad to study modern technology, and never had a rational
development plan to absorb the increasing economic growth of
their country. But their late sons did, and still do, and
will continue to do so. Regarding this point, Nyrop (1977)
said.
As long as the Saudi economy continue to
expand rapidly, a talented, industrious and
loyal secularly-educated commoner can be cer¬
tain of profitable employment and advancement.
The best indication of the devotion and loyalty
of this emerging modern middle-class was that
as of the mid-70s almost all Saudis educated
abroad returned home to work; this was in
sharp contrast to almost all other developing
nations^which have experienced extensive brain
drains.
From this, it is clear that Saudi people are striving for
better education, better skills and better growth for their
country in increasing numbers. It is true that Saudis are
faithful to their families and their group, but it is also
true, that they put much weight on loyalty to their country,
which is actually an even larger group.
In an article written in 1974, Glidden observes that.
In-group solidarity, stemming originally
from Arab values, is probably the most salient
characteristic of the mechanics of Arab society.
It demands a strong guthoritarian tone to Arab
culture and society.
7
Richard Nyrop, ed., An Area Handbook for Saudi Arabia,
3rd ed. (Washington, D.C.: American University Foreign Area
Studies, 1977), 5.
O
Harold Glidden, An Area Handbook for Saudi Arabia.
ed. Richard Nyrop (Washington, D.C.: American University
Foreign Studies, 1977), 23.
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This high conformity is really the key safeguard to stability
and security against deviant behavior. People may conform
from fear of punishment, but they certainly will conform if
the deviance is made known of his family and group who had
been law-abiding and conforming. The consequence of this
is not a feeling of guilt for the act itself, but actually
the feeling of aching shame. And for more in this regard,
Glidden adds;
VThereas societies based at least in part
on the so-called protest ethic are often char¬
acterized as 'guilt-ridden* or 'guilt-oriented,'
the traditional Arab society is often described
as 'shame-oriented'...Shame that is * intensely
feared' comes not from the commission off an
act condemned by the value system, but from
the discovery of outsiders of that act. Hence,
there is an intense concern with and catering
to outward appearance and public opinion that
many observers have noted as being characteris¬
tic of the Arab society.
The stability of the Saudi Arabian political and social
system is due mostly to the fact that the "socialization"
process, that is close family and group ties and school's
uniformity, are attained and maintained through homogeneous
and consistent ways, where elements influencing the individ¬
ual do not seriously conflict either with each other or with
his adult activities and expectations. In spite of urbaniza¬
tion, new mass communication, widespread education (both
vocational and academic), the rapid growth of the economy.
^Ibid., 17.
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and the rise of socioeconomic change, Saudi Arabia is still
one of the most, if not the only, stable and fast-growing
countries. By keeping its homogeneity and Islamic tradi¬
tions, Saudi Arabia has helped reduce criminal activities,
especially violent ones. As Nyrop comments:
...With development of a dual system of
harsh repression of crime and swift and im¬
partial justice, reportedly has successfully
suppressed the growth of a criminal element...
Incidence of crime is not a major problem
facing Saudi cities though figures are not
publicly known. In 1976, they were reportedly
very low.
Regarding Saudi Arabia's homogeneity, Nyrop writes:
The Saudis are relatively homogeneous
ethnically and are primarily from indigenous
Arab tribes.
Within the tripartite division of Arab
culture, Saudi Arabia shows a 'high degree'
of cultural uniformity... the country's cul¬
tural homogeneity indicates a similar homo¬
geneity of values. Founded on the triple
foundation of Islam, family, and tradition,
the Saudi value.system has shown relatively
little erosion.
The Legal System
The operating legal system in Saudi Arabia is the
Islamic (Sharia) law. Under this law, all crimes and their
punishments are prescribed and specified by the Holy Koran.
Once the accused has been proven guilty beyond reasonable
^^Nyrop, Handbook for Saudi Arabia. 344.
^^Ibid., 64.
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doubt, he receives the specified penalty corresponding to
his crime. In this case, the judge or anybody else, for
that matter, cannot reduce or adjust the penalty. Crimes
according to Islamic law are divided into three major cate¬
gories:
1. Crimes which are considered to be restrictive ordi¬
nance of God. Included in this category are the
following major crimes: (1) adultery, (2) false ac¬
cusation of adultery for the purpose of defaming or
degrading someone's honor, (3) drinking, (4) rob¬
bery, and (5) property crimes. Penalties for these
crimes are rendered in accordance with the obliga¬
tion to God as specified.
The Holy Koran read.
It is not for the faithful, man and woman,
to decide by themselves a matter that has been
decided by Allah and his messenger, and whosoever
commits an affront to Allah and his messenger is
certainly on the wrong path. (XXXIII:36)
2. Crimes against the person. Included in this cate¬
gory are: (1) deliberately taking a person's life,
(2) quasi-deliterate killing, (3) mistaken killing,
(4) deliberate assault to injure (bodily harm), and
(5) mistaken assault. The right to claim damages
for these crimes rests with the individual's legal
guardian, father, mother, brother, son, daughter,
wife, or close relative in the case of killing. If
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no relative is found, the state assumes the respon¬
sibility as the legal guardian. In the case of
deliberate homicide, it is only up to the relatives
mentioned above to waive their right against the
accused perior, either by forgiving him, or by
demanding blood money, or by demanding his execu¬
tion. Depending on the relatives* wishes, the
accused will be either set free or executed. In
the other cases, (2, 3, and 4) or if the accused
has no money, bond or money must be paid by the
culprit.
3. Chastisement. In the last category are petty of¬
fenses or cases of concern to the public interest,
but which have no specific penality in Islamic law.
Decisions concerning the application and kind of
punishment are left to the judge's discretion.
Besides these basic categories, there are other regula¬
tory devices to be initiated by the government from time to
time when they are necessary. Traffic regulations, customs,
naturalization, and civil services regulations are some
examples of such. But, even these regulations are formed to
conform to the same basic principles of Islamic law and
follow the guidelines set down in the Koran, which calls for
justice, equality, fairness and good faith. Therefore, the
Saudi Arabian government makes it clear that in each instance
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when such regulations conflict with or disregard Islamic law,
they are not enforceable and should be disregarded by the
people. For example, any employee can leave his office at
the time of prayer and join his colleagues in performing the
prayer, and if his superior told him to stay and work at
that time, he can refuse the order and no one can punish him
for that disobedience. God says, "No obedience of human
order that contradicts or comes in violation of God's order."
Islamic Law
Islam in the Arabic language means "submission". In
religion, it means submitting oneself to God. All that one
does is directed to God, asking his guidance and requesting
his mercy. Islamic law is the basic law of the land in Saudi
Arabia from which stems the guiding principles for the so¬
ciety's regulatory behaviors.
There are four basic sources of Islamic law with a con¬
troversial fifth source. The Koran (Shariah) is the primary
source and is defined as the words of God transmitted by His
angel Gabriel to His prophet Mohammed. Al-Moududi emphasizes
the importance of this source because it "embodies, word by
word, the instructions, the commandments of God and is His
12
unadulterated word." The second source is the "Sunah"
12
Sayid Abdula Al-Moududi, The Islamic Law and
Constitution. 4th ed. (Dacca: Islamic Publications, 1969),
70.
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(the prophet's traditions), which clarifies, emplains, and
exemplifies the meanings of the Holy Koran. Not only this,
but it also includes what the prophet said and did or what
someone else said and did in the prophet's presence without
his objection. The third source is "Giyas" (analogy), that
is when an act has been taken as a rule or precedent that can
be applied to future cases or situations. The fourth source
is "Ij'mai" (consensus). This refers to a situation when the
judge or the "wally" (governor) decided a case with no prece¬
dent during the prophet's lifetime and the prophet was not
involved in the action. After the prophet's death, consensus
was to be reached by Islamic scholars or religious heads.
The fifth source is "Ijtihad" (inference) which is based on
the judge's own knowledge and background. This source is
used only when the preceding four sources provide no clear
cut guidelines on how to resolve the present case. This
fifth source has been the subject of the great deal of reli¬
gious debate among Islamic scholars (Imams) regarding its
validity and application. The controversy has developed
because there are four schools of Islamic law: the "Hanball"
school, named after its founder. Imam Ahmed Ibn Haniball; the
"Maliki" school, named after Imam Ibn Malik; the "Shafis"
school, named after Imam Al-Shafi; and finally, the "Hanifis"
school, named after Imam Abu Hanifa. Both the Maliki and
Hanifis doctrines recognize the utilization of "Ijtihad",
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though in different forms and under different names such
as, when using this source is in the public interest. On the
other hand, the Shafis and the Hanball try to restrict the
usage of this source. Saudi Arabia relies heavily on its
. . . . 13
Islamic interpretation of the Hanballs doctrine.
Islam is not only a religious law covering one aspect
and ignoring the many prevailing social, political, and
economic situations, but it is a complete way of life which
lays down the fundamentals of every social arrangement. Al-
Moududi writes:
The Sharia'h (Islamic law) has given us
the broad framework of administrative law—
exactly in the same way as it has given the
fundamentals of constitutional law and has
left it to the discretion of the Muslims to
build up the details in accordance with the
demands of the age (time) or country in which
they live—subject, of course, to the limits
prescribed by the Sharia's.
According to Joseph Schacht, Islamic law is systema-
tic-that is to say, it represents a coherent body of doc-
. 15 ...
trines. Its several institutions are well put in rela¬
tion with one another; the greatest part of the laws of
13 ...
For more detailed information about these schools,
see Joseph Schacht, Islamic Law (London: University Press,
and Oxford: The Claredon Press, 1964), 23-35; and Sayid
Abdula Al-Moududi, The Islamic Law and Constitution. 4th ed.
(Dacca: Islamic Publication, 1969), 53.
14 . . . .
Al-Moududi, Islamic Law and Constitution. 53.
15
Schacht, Islamic Law. 201.
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contracts and obligations, for instance, is constructed by
analogy with the contract of sale. Furthermore, the whole of
the law is permeated by religious and ethical considerations.
Islamic law not only defines man's relations, duties, and
obligations toward God, but also defines man's relations,
duties, and obligations toward his fellow man in five prin¬
ciples. Islam characterizes this as the rights of the in¬
dividual which should be protected and insured. The first
such right, "the self", concerns the right of a man to exist
and to be free to enjoy his life. The second right, "the
property", insures the right to preserve personal property
ownership. Third is "the honor", which holds that an in¬
dividual has a right to defend himself against false allega¬
tions and accusations. The fourth right, "the mind", asserts
that a man has as much right to the use of his mind for
judgement, reasoning, and making rational decisions as to
life itself; a life without a reasoning mind is not a life
at all. "The religion", the first right, claims that a man
has a right to practice his chosen faith, creed and belief,
providing this choice does not lead to practices violating
Islamic law when in an Islamic country. Thus, Islam is in¬
clusive. Interference with a man's prerogative to practice
his preferred religion is a crime. The islamic position is
that religious humanism, whether Islamic or Christian, cannot
be human without God, God being the beginning and end of all
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religions. After looking at how the government functions
under Islamic law and at how that law affects the society, it
is appropriate to look at how the criminal justice system
functions under Islamic law.
The Police System
The police mandate in Saudi Arabia is carrid out within
the framework of the Islamic legal system. Historically, the
Saudi Arabian police force was established officially on a
small scale, by Royal Decree No. 233 in the early 1930s. At
that time, only four cities in the Hejaz region had some form
of uniformed police presence left over from the Hashimiat
Kingdom, whose King Housien had left Hejaz in 1926 after King
Abdul Aziz captured it. Those police precincts inherited
their system of policing from the Turks who occupied Hejaz
and most of the Arabian peninsula unitl 1920. King Abdul
Aziz, by issuing this decree, ordered that all four cities
(Mecca, Talf, Jeddah, and Medina) were to be centralized
under one head director located in Mecca. Prior to the
establishment of a uniformed police force, policing was done
by informal methods. These methods consisted of making the
respective governors (amirs) of each city, town, or village,
the responsible body for enforcing all civil as well as
criminal cases with the assistance and advice of the existing
judge (kadi). Each governor (amir) had at his disposal a
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body of chosen men called "Khoyla”, companions who were used
as messengers and bodyguards. Those companions were sent
upon the request of a complainant to the accused to ask him
to report to the governor to investigate the matter. Upon
the arrival of the culprit, the governor asked the the plain¬
tiffs to present this case in front of the accused. When the
governor heard the case as presented by both parties, he had
many options open to him. If the accused was proven guilty,
the governor ordered both parties to settle the matter peace¬
fully. If this procedure worked out, the matter was finished.
If no settlement was reached, the accused was ordered to pay
back what he had unlawfully taken or he was jailed until
payment was attained. On the other hand, the governor was
unable to establish guilt beyond reasonable doubt, then both
the complainant and the accused were sent to the judge who
then determined, according to legal Islamic law, the final
say in the case. After rendering his judgement, the judge
sent the case and both parties to the governor who executed
the ruling of the judge. The accused could appeal his case
to higher courts if he wished. For crime prevention, there
was no formal procedure enforced by the governors; each group
governed themselves. Since each group knew the other well,
crimes against morality, property, or self were prevented
under organized ethical and moral standards. Interestingly
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enough, this old informal system of policing is still prac¬
ticed very widely in towns and villages which still lack
police agencies.
From 1932, the time of unifying the Kingdom of Saudi
Arabia under a formal system, formally-organized police
departments have been spreading rapidly across the country.
Any examination of the organizational chart of the Saudi
Arabian police force in 1937, 1950, 1969, and 1980, demon¬
strates the major changes which took place over this short
period of time. Fouad Hamza, who was King Abdul Aziz's
advisor and Deputy Minister for Foreign Affairs until 1940,
described the central police force in Mecca in 1937.^®
This description is summarized in Figure 1.1, Organizational
Structure of the Saudi Police Force in 1937, which follows.
From this chart, it can be seen that the police functions
were performed on a scale. Police activity was directed
towards moral enforcement, major crimes and traffic enforce¬
ment. Planning, training, construction of facilities, and
specialized units were all absent. Even the Ministry of the
Interior, which now directs the police force, was not created
in its present form until 1951. With increasing social prob¬
lems and increasing police departments, the formal central
department has to be enlarged to meet these increasing
Fouad Hamza, A1 Bilad A1 Arabia A1 Saudiah (Saudi






Constructed and translated from Arabic to English by the writer, based on a
description of the central police department by Fouad Hamza in his book, Al-
Bilad Al Arabia Al Saudiah (Saudi Arabia), 2nd ed. (Riyadh: Al Naser Modern
Publishers, 1968), 220-223. (Originally published in 1937.)
Figure 1.1. Organizational structure of the Saudi Police Force in 1937.
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demands and generate proper responses. Personnel were few and
their educational backgrounds were very low. Sometimes, one
person headed two divisions at the same time and spent most
of his time and energy trying to cope with many cases and to
make the best of an overloaded situation.
Therefore, in 1950, Royal Decree No. 3594 provided for
the establishment of a central General Directorate for all
police forces in Saudi Arabia. Specified in the decree were
the organizational charts of the national headquarters, the
duties and obligations for police, the methods and ways of
conducting criminal investigation, and the rights and safe¬
guards of the accused individuals. The 1950 Organizational
Chart for the General Directorate of Public Security is
shown in Figure 1.2 which follows.
Even this structure was enlarged as compared with the
preceding one of 1937. However, the fact remains that it did
not provide coverage for the increasing needs of modern
times. The national police headquarters continued to accomo¬
date all police departments and personnel, except the Coast
Guard, until 1962 when the General Investigative Branch,
Civil Defense, the Naturalization and Immigration Branch, and
later the Police Colleges were separated, each becoming a
regional force connected directly to the Ministry of the
Interior at the same level as the national police headquar¬
























Constructed and translated from Arabic to English by the writer, based on a
description in Al-V'7ajibat Alamah Le Gowat Al Amn Al Dahkili Fi Al-Mamlakah
Al Arabia Al Saudiah (General Duties of the Intern^ Security Forces in
Saudi Arabia), by General Karaal Siraj-Adinn (Riyadh: 1969), 58.
Figure 1.2. Organizational structure of the Saudi Police Force in 1950.
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This expansion was dictated by the expansion of the country's
national income, the prevailing social and political demands
of the time, and the necessity of specialization.
A major break for the national police headquarters in
regard to specialization came in 1964 when new divisions with
specialized tasks were created. Figure 1.3, which follows,
shows the increase both in the number of departments created
and the specialized divisions that were added. As can been
seen from this chart, the new organization was far from
being perfect. There were a number of overlapping functions.
Some divisions were separated when in fact they could have
been combined for practical purposes. For example, the
civilian division and the officer's division dealt with
personnel matters; the budget projects and accounting office
both dealt with financial matters. Therefore, a reorganiza¬
tion was badly needed to correct the overlap. Thus, in
1966 the General Directorate of Public Security was reor¬
ganized in a more simple, yet effective way, as can been seen
from Figure 1.4 which follows. This chart shows some incor¬
poration and consolidation of coherent activities. It is
more specialized, yet additional organizational fragmentation
was avoided. Chain of command and span of control were
easily monitored. Ease of communication was facilitated at
vertical as well as horizontal levels. However efficient and
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Constructed and translated from Arabic to English by the writer, based on a
description in Al-Wajibat Alameh Le Gowat Al Amn Al Dehkili Fi Al-Mamlakah
Al Arabia Al Saudiah (General Duties of the Internal Security Forces in ^udi
Arabia), by General Kamal Siraj-Adinn (Riyadh: 1969), 59-60.













Constructed and translated from Arabic to English by the writer, based on a
description in Al-Wajibat Alameh Le Gowat Al Amn Al Dehkili Fi Al-Mamlakah
Al Arabia Al Saudiah (General Duties of the Internal Security Forces in Saudi
Arabia), by General Kamal Siraj-Adinn (Riyadh: 1969), 69.
Figure 1.4. Organizational structure of the Saudi Police Force in 1966.
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was established. The next major move to change the organiza¬
tional chain took place during 1976 when new departments were
expanded to include new divisions or subdivisions. It is in¬
teresting to point out that with every coming of new General
Director, a change in the organizational chart should take
place. Thus, in 1976-1977 a new chart was authorized and
adapted as can be seen in Figure 1.5 which follows.
Saudi Arabia's police system at present resembles that
of the French system in regard to tasks, national structure,
nature of control, internal organization (except in training
the former is military, the latter civilian), and role of
behavior and image (except in perceived character, the Saudi
police are perceived as trustworthy, the French police are
. 17 . .
mistrusted). It is highly centralized. Not only are
regulations, uniformity, and procedures identical throughout
the country, but the Ministry of the Interior has the author¬
ity to direct, control and finance the police force. Figure
1.6 outlines the main organizational sections of the Ministry
of the Interior.
The system of policing is conceived, considered, and
operated as a national government responsibility. Yet,
operational control is not exercised by the Ministry of the
17 .
David Bayley, "The Police and Political Development
in Europe," in Formation of National States in Europe.
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As seen in the chart, the General Directorate of Pxablic Security is one of
five police forces, but only this Directorate is vested with police functions
and responsibility. All police departments, traffic, and civil defense come
under this organization. For analytical purposes, the General Directorate
of Public Security was the focus of the study, leaving the remaining four
forces for general mention only when time, space, and need permitted.
Figure 1.6. Organizational structure of the Ministry of the Interior in
1980: Main organizational sections.
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Interior, but is delegated to the general director of each
police force at the main headquarters in Riyadh. In turn,
each director general delegates some of his authority to the
respective police department directors in cities around the
country.
There are four distinct police forces, each headed by a
full general as director general. First, there is the
Public Security General Directorate with responsibility for
connecting all police departments. Second, there is the
General Directorate of Investigation. Third, there is the
General Directorate of the Coast Guard with responsibility
for petroling the border and watching for illegal entry or
smuggling. Each of these three forces is headquartered in
Riyadh. Finally, there is the General Directorate of the
Special Forces Unit, a new police force created for quick
deployment in times of emergencies and local crises. There
was once a General Directorate for Civil Defense, but in
1977, it was reduced to a department and came under the
authority of Public Security. (The Internal Security Forces
College is treated at an equal level of directorship within
the Ministry of the Interior hierarchy.) Figure 1.7, which
follows, outlines the present organizational structure for
the General Directorate of Public Security.
One of the distinctive characteristics of the police




Figure 1.7. Organizational structure of the General Directorate of Public
Security in 1980
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politics. That does not mean political affiliation to the
government's rules and regulations, but that police officers
or chiefs are not politically selected or elected; they rise
to their position through rank and seniority. No junior
officer can head a division while there is a senior one in
that division. This is to avoid influence or non-seniority
bases for promotion and to insulate again political inter¬
ference. It is a traditionally, professionally, and morally
unethical and unaccepted practice to appoint a person other
than on a seniority basis.
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1. Age Sex ^Ethnicity Marital Status
How Long Employed In Law Enforcement (montHsT
Present Work Assignment
How Long (months) Present Rank
How Long (months) Number of Sworn Officers in
your department ^How many civilians








3. Have you ever recommended anyone to the Stress or
Counseling Program? Ves Ho
4. Do you know if any of your officers have taken advantage
of the Stress or Counseling Program? Yes No
5. If yes, do you know the reason or reasons? (Indicate
reasons)
Section 2 - General Perceptions
For the first set of questions v/hich relate to general
views of stress programs, you will be asked to respond yes
or no. Please feel free to make comments.
1. Do you feel that there is a need for stress program









Interview Schedule - Section 22.Are the resources presently committed to the stress
program sufficient to meet the needs of the department?
Yes No Comments:3.Do you feel that a stress program should be located in a
police facility? Yes No
Comments:
4.' Do you feel that your stress program, given available
resources, could be implemented in any police
department? Yes No
Comments:5.Does your stress program provide services to other
public service agencies v/ithin your city government
(e.g. the fire department)? Yes No










Both Mandatory and Voluntary




Interview Schedule - Page 38.Does your stress program address family stressors in
that the program services family members in addition to
the employee client? Yes No
Comments;
9. Does your stress program focus primarily on job
performance factors? Yea No
10. Do you feel that a stress program should be:
Yes No




Completely external using non-sworn
psychologists, psychiatrists and/or
counselors?
A combination of sworn and
non-sworn internal and external
consultants or individuals?11.Do you feel that there are different stressors for
cultural/ethnic groups? Yes No
Comments:12.Should all information obtained between client and
stress program staff be confidential? Yes No
Comments:
What should not be confidential?13.Should summary information obtained betv;een clients and
stress program staff which reflects on the organization
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Intorvicv; Schedule - Page 4
be shared with administrators of the organization?
Yes No
Comments:14.Do you feel that peer counseling is a viable approach
to reducing stress? Yes No
Comments:15.Is the primary focus of your program on clinical
intervention services? Yes No
Comments:16.Is the primary focus of your program on prevention
services? Yes No
Comments:17.Are your stress program services periodically assessed?
Yes No
If yes, hov; v;ould you like to see it done?
Comments:18.Are you in support of your stress program services?
Yes No
Comments:19.Do you feel that the need for stress support services
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increases as the size of the department increases?
Yes No
Comments:





For the following characteristics of job performance you
will be asked to indicate whether a specific aspect has
increased, decreased, remained the same or you don't have
sufficient knowledge to answer.
















Interview Schedule - Page 6
Section IV - Specific Perceptions on Organization
For the following organizational attributes, you will be
asked to what degree you agree that the stress program
services provided have had a positive effect on the
attributes. The following choices are represented by the
abbreviated letters: Strongly Agree (SA), Agree (A),
Neutral (N) , Disagree (D), Strongly Disagree (SO),
Unknown (UNK).
























Interview Schedule - Page 7
Section V - Specific Perceptions on Family/Client
For the following family or client attributes you will be
asked to what degree you agree that the stress program
services provided have had a positive effect on the
attributes. The following choices are represented by the
abbreviated letters; Strongly Agree (SA), Agree (A),
Neutral (N), Disagree (D), Strongly Disagree (SD),
Unknown (UNK).






















Use of Medical Benefits
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POLICE PSYCHOLOGISTS/COUNSELORS QUESTIONNAIRE
Section I1.Sex_^ Race/Ethnicity Age
Marital Status How Long Employed By
Present Police Department (months)
2. Have you been on contract with other police departments?
Yes No
If yes, how many? Type ^ (State,
Local, Federal) Size (Large or Small)
3. Approximately how many sworn officers do you counsel a
month?
4. Approximately, how many non sworn personnel
do you counsel a month?
5. Approximately how many supervisors or administrators do
you consult with a month?
6. Are you a sworn officer? Yes No If yes, what is
your rank?
Section 2
For the first set of questions which relate to general views
of stress programs, you will be asked to respond yes or no.
Please feel free to make comments.
1. Do you feel that there is a need for stress program








Interview Schedule - Section 22.Are the resources presently committed to the stress
program sufficient to meet the needs of the department?
Yes No Comments:3.Do you feel that a stress program should be located in a
police facility? Yes No
Comments:4.Do you feel that your stress program, given available
resources, could be implemented in any police
department? Yes No
Comments:5.Does your stress program provide services to other
public service -agencies within your city government
(e.g. the fire department)? Yes No










Both Mandatory and Voluntary
(depending on conditions)





Interview Schedule - Page 38.Does your stress program address family stressors in
that the program services family members in addition to
the employee client? Yes No
Comments;
9. Does your stress program focus primarily on job
performance factors? Yes No
10. Do you feel that a stress program should be:
Yes No
a. Completely in-house using sworn
officers?
b. Completely external using non-sworn
psychologists, psychiatrists and/or
counselors?
c. A combination of sworn and
non-sworn internal and external
consultants or individuals?
11. Do you feel that there are different stressors for
cultural/ethnic groups? Yes No
Comments:12.Should all information obtained between client and
stress program staff be confidential? Yes No
Comments:
What should not be confidential?13.Should summary information obtained between clients and
stress program staff which reflects on the organization
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Interview Schedule - Page 4
be shared with administrators of the organization?
Yes No
Comments:14.Do you feel that peer counseling is a viable approach
to reducing stress? Yes No
Comments:15.Is the primary focus of your program on clinical
intervention services? Yes No
Comments:16.Is the primary focus of your program on prevention
services? Yes No
Comments:17.Are your stress program services periodically assessed?
Yes No
If yes, how would you like to see it done?
Comments;18.Are you in support of your stress program services?
Yes No
Comments;19.Do you feel that the need for stress support services
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increases as the size of the department increases?
Yes No
Comments;





For the following characteristics of j ?b performance you
will be asked to indicate whether a specific aspect has
increased, decreased, remained the same or you don't have
sufficient knowledge to answer.

















Interview Schedule - Page 6
Section IV - Specific Perceptions on Organization
For the following organizational attributes, you will be
asked to what degree you agree that the stress program
services provided have had a positive effect on the
attributes. The following choices are represented by the
abbreviated letters: Strongly Agree (SA), Agree (A),
Neutral (N), Disagree (D) , Strongly Disagree (SD),
Unknown (UNK).
























Interview Schedule - Page 7
Section V - Specific Perceptions on Family/Client
For the following family or client attributes you will be
asked to what degree you agree that the stress program
services provided have had a positive effect on the
attributes. The following choices are represented by the
abbreviated letters: Strongly Agree (SA), Agree (A),
Neutral (N), Disagree (D), Strongly Disagree (SD),
Unknown (UNK).






















Use of Medical Benefits
APPENDIX D
Table Dl. Questions on General View of Stress Programs.
Question # Question
la. Do you feel that there is a need for stress
program services for the following groups?
a. Administrators
lb. Do you feel that there is a need for stress
program services for the following groups?
b. Supervisors
Ic. Do you feel that there is a need for stress
program services for the following groups?
c. Officers
2. Are the resources presently committed to the
stress program sufficient to meet the needs of
the department?
3 . Do you feel that a stress program should be
located in a police facility?
4. Do you feel that your stress program, given
available resources, could be implemented in
any police department?
5. Does your stress program provide services to
other public service agencies within your
department (e.g., the fire department)?
6. Does your stress program address organiza¬
tional stress factors?
7. Does your stress program address family
stressors in that the program services family
members in addition to the employee client?
















Do you feel that there are different stressors
for cultural/ethnic groups?
Should all information obtained between client
and stress program staff be confidential?
Should summary information obtained between
clients and stress program staff which reflect
on the organization be shared with administra¬
tors of the organization?
Do you feel that peer counseling is a viable
approach to reducing stress?
Is the primary focus of your program on clini¬
cal intervention services?
Is the primary focus of your program on pre¬
vention services?
Are your stress program services periodically
assessed?
Are you in support of your stress program
services?
Do you feel that the need for stress support
services increases as the size of the depart¬
ment increases?
Do you feel that stressors are unique to a
given police department?
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Table D2; Results of Questions on General View of Stress
Programs for Administrators/Supervisors.
Yes No
Question Model* N % K %
la. 1 S 100 0 0
2 11 100 0 0
3 21 95.5 1 4.5
Ib. 1 20 100 0 0
2 40 97.6 1 2.4
3 41 100 0 . 0
Ic. 1 20 100 0 0
2 40 97.6 1 2.4
3 41 100 0 0
2 1 13 81.3 3 18.8
2 34 89.S 4 10.5
3 21 55.3 17 44.7
3 1 13 68.4 6 31.6
2 36 87.8 5 12.2
3 18 46.2 21 53.8
4 1 IS 83.3 2 16.7
2 39 97.5 1 2.5
3 37 94.9 2 5.1
5 1 10 71.4 4 28.6
2 32 88 4 11.1
3 30 81.1 7 18.9
( 1 14 82.4 1 20
2 36 90.7 1 9.1
3 28 95.5 1 4.5
7 1 17 100 0 0
2 34 89.5 4 10.5
3 36 97,3 1 2.7
8 1 S 38.5 a 61.5
2 21 72.4 8 27.5
3 16 51.6 15 43.4
9 1 17 85.0 3 15
2 39 95.1 2 4.9
3 38 97.4 1 12.6
10 1 14 93.7 5 26.3
2 39 95.1 2 4.9
3 33 82.5 7 17.7
11 1 16 80 4 20
2 39 95.1 2 4.9
3 32 82.5 7 17.5
12 1 13 93.3 5 27.8
2 38 92.7 3 7.3
3 36 94.7 2 5.3
13 I 11 93.3 4 26.7
2 31 91.2 3 8.8
3 2S 75.8 8 24.2
14 1 11 73.3 4 26.6
2 33 86.8 5 13.2
3 21 63.6 12 36.4
15 1 10 76.9 3 23.1
2 32 91.4 3 8.6
3 26 76.5 8 23.2
16 1 18 100 0 0
2 40 97.6 1 2.4
3 36 94.7 2 5.3
17 1 19 100 0 0
2 30 92.7 1 2.4
3 36 92.3 2 5.3
18 1 10 55.6 7 38.9
2 31 75.6 10 24.4
3 28 93.7 10 26.3
*1 • Indspendcntj 2 ColIabor«tlv«f ) • In>Hous«
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la. 1 20 100.1 0 0
2 40 97.0 1 2.4
3 41 100.0 0 0
lb. 1 5 100 0 0
2 11 100 0 0
3 22 100 0 0
Ic. 1 5 100 0 0
2 11 100 0 0
3 22 100 0 0
2 1 3 75 1 25
2 9 81.8 2 18.2
3 12 54.5 10 10.S
3 1 4 80 1 20
2 10 90.9 1 9.1
3 10 54.5 12 45.5
4 1 4 100 0 0
2 11 100 0 0
3 22 100 0 0
5 1 4 80 1 20
2 8 80 2 20
3 18 81.8 4 18.8
« 1 4 80 1 20
2 10 90.9 1 9.1
3 21 95.5 1 4.5
7 1 4 100 0 0
2 10 90.9 1 9.1
3 22 100 0 0
8 1 2 SO 2 so
2 5 62.5 1 12.5
3 5 27,8 12 66.7
9 1 S 100 0 0
2 10 90.9 1 9.1
3 18 85.7 3 14.3
10 1 5 100 0 0
2 10 100 0 0
3 16 72,7 6 27.3
11 1 4 100 0 0
2 11 100 0 0
3 16 50 4 20
12 1 S 100 0 0
2 11 100 0 0
3 17 81 4 19
13 1 1 33 2 66.7
2 11 100 0 0
3 16 76.2 5 23.8
14 1 2 66.7 1 33.3
2 10 90.9 1 9.1
3 12 57.1 9 42.9
15 1 4 100 0 0
2 9 81.8 2 18.2
3 19 90.5 2 29.5
16 1 4 100 0 0
2 11 100 0 0
3 21 95.5 1 4.5
17 1 4 60 1 20
2 11 100 0 0
3 17 77.3 5 22.7
18 1 3 60 2 40
2 9 81.8 2 18.2
3 12 57.1 9 42.9
*1 > Independent; 2 ** Collaborative; 3 • In-House
